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UNDERREPRESENTION OF MINORITIES IN NATURAL RESOURCE
PROFESSIONS: AN EXAMINATION OF AFRICAN AMERICANS

I. INTRODUCTION

Statement of the Problem
An extensive review of the literature consistently indicates

that there is underrepresentation of minorities in math, science and
engineering fields. This lack of representation is heavily documented.

In contrast, the literature regarding the underrepresentation of
minorities in natural resource professions is very limited, particularly
in regards to methodology. Methods of examining

underrepresentation have been limited and inconsistent.
It is believed that the results of this study will enable upper level
management to be aware of the specific needs of their under represented
personnel and to plan strategies to meet such needs.

The purpose of this study was to examine the underrepresentation
of African Americans in natural resource professions.
The major objectives of the study were:

1. To review literature related to African American historical
and contemporary roles in natural resource professions.

2. To use oral history as a research technique to gather
additional information not found in the literature.
3. To develop a survey to examine the underrepresentation of
minorities in natural resource professions.
4. To field test the survey on African Americans currently
employed in natural resource professions.

5. To report on the current status of the underrepresentation of
African American based on the findings of the research data.
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In order to meet the objectives of this study, the following questions
were posed.

(1) What barriers inhibit African Americans from seeking
natural resource careers?
(2) What role do Historically Black Colleges and Universities
and 1860 Land Grant Institutions have in developing
natural resource professionals?
(3)

Does the lack of minority role models and mentors directly
relate to the lack of minorities entering the field?

(4) Is work force diversity an important factor as it relates to
job satisfaction?
(5) In order to be an effective mentor, is it necessary to be of
the same racial/ethnic background?

These research questions can be rephrased into four sets of
alternative hypotheses:
Ho. A comparison can be made between the number of African
American natural resource professionals receiving their BS
degrees from Historically Black Colleges and Universities
and those receiving their BS degrees from a non-HBCU.
H1. A comparison cannot be made between the number of
African American natural resource professionals receiving
their BS degrees from Historically Black Colleges and
Universities and those receiving their BS degrees from a
non-HBCU.

Ho. The lack of minority role models directly relates to the lack
of minorities entering into the natural resource profession.
H2. The lack of minority role models does not directly relate to
the lack of minorities entering into the natural resource
profession.

Ho. Work force diversity is an important factor as it relates to
job satisfaction.
H3. Work force diversity is not an important factor as it relates
to job satisfaction.
110. In order to be an effective mentor, it is not necessary to be
of the same racial/ethnic background.
H4. In order to be an effective mentor it is necessary to be of the
same racial/ethnic background.
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Justification Of the Study
Justification for this study is well documented. The National
Science Foundation, (NSF), the USDA Forest Service, the

Environmental Careers Organization (ECO) and a variety of other

educational institutions have reported a need for greater
representation of minorities past efforts to "beef up" a dwindling

pipeline of minoritiy scientists appear to have yield marginal

improvement. For the past 20 years underrepresentation of
minorities in natural resource or related science careers is a common

theme throughout the literature (Jordan and Williamson, 1990;
Culotta and Gibson, 1992; Chesney, 1981; Goggins and Lindbeck,
1986; Didriksen, 1975; Payne and Theoe, 1971; Williamson, 1984;

Leatherberry and Wellman, 1988; Powell, 1990; Paldy, 1988; Crosby,
1988; Pearson and Bechtel, 1989; Carmichael et al 1988).

More than three decades after the civil rights movement
broadened educational and employment opportunities for all, African

Americans are still severely under represented in the natural
sciences. A recent study found that found that only 4.1 percent of
bachelors and professional degrees, 2.5 percent of the masters
degrees and 1.7 percent of the doctorates degrees earned in

mathematics, the natural sciences, and engineering were awarded to
African Americans, although they constitute 12 percent of the
American population (Carmichael et al, 1988). Considering the

projected increase of minorities in the population, failure to correct

the underrepresentation of African Americans and other minorities in

math and science careers will lead us to question our future in an
increasingly technological world.
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Many reasons have been cited for the relatively small number
of African Americans scientists, but there has been no attempt to
provide a strategy to deal effectively with their reluctance of African

Americans to pursue natural resource careers.

If natural resource agencies and educational institutions are to
attract and retain minorities in professional and higher educational
positions, they must not only be aware of special concerns, but also,

they must learn to deal more effectively with minority persons
(Jordan and Williamson, 1990).
In 1971, Brian Payne and Donald Theoe, wrote:
"When we foresters look at ourselves we see a
diverse group... We have many things in
common. Perhaps most important is our
professional dedication to serve society. But
we're all alike in another way; virtually all of us
are white. Despite our diversity of background,
education and experience, we don't represent all
segments of the society we serve."

More than twenty years later the same holds true. Payne and Theoe
questioned whether the situation of underrepresentation would change,
and in 1971, they wrote that it was not likely to happen "very soon." They
pointed to: lack of knowledge about the profession, lack of role models,

anti-agricultural biases, past racial segregation, and racism as reasons
that "there are not more Negroes in forestry." Two decades is seemingly

enough time for any situation to change. However, the situation remains
the same. Williamson (1984), Leatherberry and Wellman (1988), Powell
(1990) and Culotta and Gibbons cite one or all of the reasons Payne and
Theoe (1971) pointed to as the reasons why there continues to be an

underrepresentation of minorities in natural resources and related science
careers.
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The environmental professions have done an admirable job of

removing the barriers that kept women from joining their ranks.
However..."the profession's record in increasing the percentage of

minorities taking up environmental careers can only be called poor"
(DeAngelis et al, 1989). In the face of this statement and others like
it, questions are being asked about work force diversity. With the
widespread recognition of the changing demographics in the US work
force, the USDA Forest Service is actively pursuing work force

diversity. One way that this is being done is through a national task
force that has been charged with examining the progress and
problems of work force diversity and to make recommendations based
upon their findings (Crowfoot, 1991).

The need for African American representation in natural

resource professions has also been addressed in the literature (Payne
and Theoe, 1971; DeAngelis et al, 1989; and Bechtel, 1988). It is

clear that these professions are in need of qualified professionals, and
"it creates its own handicap" any segment of the population
(DeAngelis et al, 1989). And, according to Payne and Theoe (1971) the

underrepresentation of African Americans in the forestry profession
limits their ability to serve society. We need the best that we can get
in our professions and we have been passing up an important
resource. "There is no question that black Americans can be effective
in providing professional service" (Payne and Theo, 1971).

The primary intent in this study was to discover factors

influencing the underrepresentation of African Americans in natural
resource professions. The examination of the historical and current

status of the underrepresentation of African Americans in natural
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resource careers, through the application of three research
techniques: (1) literature review, (2) oral history interview and (3) a
mail-out survey, forms the basis of this study.

Definition of Terms
HBCUs

Historical Black Colleges and
Universities. 1890 Land Grant Schools.

Natural Resource
Professional

A person employed in an occupation
pertaining to the environment and the
application of practices to the solution of
problems including the natural and social
sciences.

Oral History

A method of gathering unique historical
information though tape recorded and
later transcribed interviews with
individuals who have first hand
knowledge about the given subject.

Sample Survey

A systematic approach to the collection of
information on individuals through the
questioning of systematically identified
samples of individuals.

Under
Represented
Minorities

A person who has been traditionally
denied access to higher education and
employment.
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II. LITERATURE REVIEW

Introduction
Although the number of studies on African Americans in natural
resource careers is few, there is no shortage of theories about why African
Americans might have relatively little interest or knowledge about careers

in natural resources.
This chapter discusses the literature in five areas that concern the
lack of African American involvement in science, environmental activities

and natural resource careers. This chapter includes the following: a brief
history of the past twenty-five years, natural resource career barriers,
diversity and multiculturalism in the workplace, negative perceptions and
anti-agricultural biases and finally, the contribution of Historically Black
Colleges and Universities (HBCUs) to the development of African

American scientists.

A Brief History of the Past Twenty-Five Years
The purpose of this thesis is to suggest that there is a definite need
to identify methods that will be effective in retaining the African

Americans currently employed in natural resource professions. It is not to
argue that more African Americans should be recruited into natural
resource professions on moral or ethical grounds.

For 20 years, science has been wrestling with "the pipeline
problem": how to keep minorities from turning off the obstacle strewn path

to careers in science. Many programs have been started since the late
1960's to bring diversity into the scientific work force, but their results

have been dismal (Culotta, 1992). Why is this? Bullard and Wright
(1987), suggest that perhaps it is because during the peak period of the
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environmental movement, roughly during the late sixties and early
seventies, members of African American communities were involved in

civil rights activities, protests and demonstrations. Many of the key
environmental issues of this period (e.g., wildlife, wilderness preservation
and resource conservation) were not high on the civil rights movement's
political agenda. Equal access to education, employment, social justice and

political empowerment, were at the heart of the movement's struggle for
parity with the larger society. If one were to loosely apply Abraham
Meslow's hierarchy of need theory (Baltus, 1988), it would suggest that
while African Americans were seeking to fulfill basic needs, the

environmentalists (having met these needs already) were seeking to
satisfy aesthetic needs. With the exception of boycotts, riots and the
passing of the Civil Rights Act of 1964, the political agenda of many

African American communities remains the same.
Only 30 years ago, less than one generation, blacks still were denied
the same legal rights as whites. Before the major success of the civil rights
movement, African Americans were often denied access to public facilities
or forced to use areas that were set aside "for blacks only." Although at

that same time for example, while the National Parks Service did not have
an explicit policy on segregation, certain parks were segregated in

accordance with local practices (Meeker, 1973). Therefore, it is conceivable

that African Americans may have chosen to stay away from parks where

segregation was practiced, and thereby reduced their opportunity to
experience and appreciate environmentally related activities.
Consequently, negative feelings toward segregation policies of the parks

could have been translated into a general dislike of into anything park
related -- including the environment. During the late 1960's and early
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seventies, many researchers began to be concerned with the low levels of

interest that African Americans displayed in the environmental
movement. It was almost farcical to ask African Americans about their

support and concern for the environment at a time when both visible and

invisible signs barring entry and participation in related areas had just
been removed or were still hanging on the doors of many environmental

institutions (Bullard and Wright, 1987). A large portion of African
Americans alive today lived through the widespread era of segregation,

and although the overt barriers have-been removed, old memories die hard
(Dolin, 1988).

Black pride, awareness, equality and power were so much of the
civil rights movement that politically active blacks were not drawn to the
predominantly white environmental movement. Karen Kreeger (1973),

suggested that "blacks perceive the environmental movement and its
issues to be a 'white thing.'

The students interviewed in Kreeger's study,

when asked about the differences between black and white support of

environmental issues, stated that they had more pressing issues with
which to concern themselves

personal survival and racial

discrimination. The result of her study was that ecological problems were
found not be held on the same personalized level as racial discrimination.

Racial discrimination was stated as being, "very real and very everyday,"
while ecology was identified with white culture. "We {African Americans]

did not destroy the environment--the white man did. Let the man
straighten up what he did" (Kreeger, 1973).

It is unfortunate that Kreeger's findings, 20 years prior to this

research, are still a part the natural resources mosaic. And, although
environmental concern has not been limited to any one segment of the
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American public, environmental activists have been drawn largely from
individuals of above average socioeconomic status (Mohai, 1985). Thus,

African Americans, mostly struggling with economic status, continue to

identify natural resources and environmental concerns as part of "white
culture."

Natural Resource Career Barriers
Chesney (1981) cites that before 1975, many professionals accepted

the popular rationale that racial minorities simply were not interested in
the natural environment, but they "aspired to become doctors, lawyers or
engineers." In 1975 a national workshop was convened in Tuskegee,

Alabama to identify the barriers that minorities confront when trying to

enter natural resource programs and subsequent careers. The 13 barriers
identified during the workshop include the following:
1. Resistance to change by natural resource professionals.
2. Negative agricultural or forestry experiences.
3. Urban orientation of minority groups.
4. Financial need.
5. Racial discrimination.
6. Lack of awareness and exposure to natural resource careers.
7. Past job availability.
8. Educational system--teachers, counselors, administrators.
9. Home culture and environment.
10. Too many "foresters" for jobs today.
11. Poor academic preparation.
12. Lack of role models.
13. Lack of positive interest by personnel representing academic
institutions, industry, state and federal government.
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Chesney goes on to evaluate the 13 barriers suggesting that only 8

are directly related to the lack of adequate career information. The
remaining five-- resistance to change, financial need, racial
discrimination, past job availability, and too many foresters were

considered to be direct career barriers that minorities confront when

trying to enter natural resource careers. Financial need can be arguable
be considered as an indirect barrier to racial minorities obtaining career
information. "When financial need restricts minimum opportunities to
explore or to become aware of the diversity of future careers, it indirectly

hinders the dissemination of, timely and appropriate career information to
racial minorities" (Chesney, 1981).

Nearly 30 years after the Tuskegee workshop, top executives in the

Forest Service were frustrated by their experiences with traditional

recruiting tactics. They felt that the Forest Service was not the employer
of choice noting that, for reasons not understood, "people are rejecting us."
So, in 1990, the Forest Service appointed a task force to actively identify

and examine the issues related to work force diversity (Pytel, 1993).
Because of the task force's efforts, traditional recruiting methods and
"other methods designed to achieve a more diverse work force" were

reevaluated and questioned. The task force developed a list of four

alternatives that any employer or professional society can make use of
when recruiting people who are different.

1. It can ignore the differences and carry on as usual.

2. It can require that the newcomer change to fit the long-standing
mold of an employee or member.
3. It can go a bit further and be sensitive to the specific needs of the
newcomer who is somehow different. In the long run however, the
individual is expected to fit into the existing corporate culture.
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4. It can change itself and its traditions so that people who are
different are accepted, valued and utilized for who they are and
what they can contribute.
At the time of the list's inception there was a strong consensus that
the Forest Service fit snugly in the number "3" category. As hard as the
agency tried to be sensitive to people's needs, "we knew what a Forest
Service person looked like, how a Forest Service person behaved and the
values of a Forest Service person" (Pytel, 1993). In keeping with the tone

of number "3" the task force suggested that through this mode of thinking
the agency was sending the message that underrepresented minorities
would have to change a great deal to fit into the agency. According to
Pytel, members of these groups, and in large numbers, were deciding that
"the price of working for the Forest Service was too high." So in effect, the

response to past recruiting efforts was "thanks, but no thanks."
Payne and Theoe (1971) cited the unsuccessfulness of the "we know
what a forester should look like" rationale. And although there may not be

any racial discrimination intended, they wrote:
"...our way of doing things just doesn't make it
as easy for blacks as whites to enter forestry.
Sure, there are good and logical reasons for our
ways of doing things, but the effect is to exclude
blacks. And that is institutional racism."
Social and cultural isolation occurs when people are frequently

reminded in a negative way, that they are "different." Jordan and
Williamson (1987) state that contrary to the formal rhetoric, informal
messages tell minorities that they are not wanted. One of the most deadly
weapons often used in discouraging minorities from entering or staying in

natural resource professions, is not an act of overt racism or a cold
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shoulder, but subtle intimidation that can rob a person of their self
confidence and make them question their abilities.
It is time for the environmental movement to do business not as
usual. 'Virtually none of the mainstream groups--regardless of location,
scope, or size works effectively with, or tries to include people of color, or

the rural poor or the disenfranchised" (Jordan, 1991). Special pains should
be taken to bring people of color into the mainstream movement, because

if not, according to Jordan, the environmental movement and its ethos
since Earth Day 1970, will be at risk and subject to re negotiation.

Diversity and Multiculturalism in the Workplace
"I do not claim that it is easy to become
'multicultural,' or even that our approach will
work, but it makes sense and feels right to me"
Pytel (1993).

What exactly is a multicultural or diverse work force? James
Crowfoot (1991), offers a definition that was derived from the collaborative

research of Bailey Jackson and Evangelina Holvino, who concentrated on

organizations that were monocultural ("interested only in enhancing the
dominance, privilege and access of those in power,") and non-

discriminating (interested in bringing people of different cultures in
without changing the way things are) in order to develop a definition to

describe a multicultural (emphasis on diverse cultural representation,
equitable distribution of power and influence, supports the elimination of

oppression and supports multicultural perspectives in the larger society)
work force.
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"In a multicultural work force, the focus is on individuals, with the

hope that people who are permitted to be what they really are will be
happier, more creative and more productive" (Pytel, 1993).

Work force diversity is mandated by law. Unfortunately there are
some who "equate multiculturalism with anarchy" while at the same time

there is the feeling that "rule changes help some people and hurt others..."
(Pytel, 1993). The question leaders and management must answer is

whether or not pain is offset by gain. It is unfortunate that a much needed
change is described as painful. Often times change is described as
difficult and "hard" because it means a shift in behavior and values.

Negative Perceptions and Anti-Agricultural Biases
Centuries of toil on cotton and tobacco plantations of the South have

no doubt contributed to the almost universal disenchantment of African

Americans with anything farm related or agriculturally based as a
possible career. Shortly after his release from prison in 1968, Eldridge
Cleaver wrote an essay called "The Land Question and Black Liberation"
in which he points out the consequences of slavery in America:

During Slavery itself, black people learned to hate the
land, from sun up to sun down, the slaves worked the
land: plowing, sowing and reaping crops for somebody
else, for profit they themselves could never see or
taste. That is why today, one of the most provocative
insults that could be tossed a black is to call him a
farm boy or to infer that he is from a rural area or in
any way attached to an agrarian situation. In terms of
seeking status in America, Blacks--principally black
bourgeoisie--have come to measure their own value
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according to the number of degrees that they are away
from the soil (Cleaver, 1968).
The American land was a place of punishment and imprisonment

for slaves, not the source of liberation that whites found it to be. The
history-of-African Americans-has tied them to

with hatred and not

with love, and with servitude rather than with ownership (Meeker, 1973).
And, if one could assume that Cleaver's definition of both "the land and

the soil" could be extended to include the natural environment in general,

then this may offer another partial reason why blacks express little
interest in environmental issues (Dolin, 1980).

In the South, the forest industry has historically been the largest
industrial employer of African Americans. During the first part of the
century, employment was primarily in low paying positions that required

skills learned on the job but little formal education (Hillard-Clark and
Chesney, 1985).

Until the mid 1960s, educational opportunities for blacks in
professional forestry schools were minimal. Past exposure to the labor

intensive side of forestry and agriculture plus lack of educational
opportunities for blacks created a negative perception of forestry. This

perception, passed from one generation to another, may be a factor in the
low participation of blacks in forest management (Hillard-Clark and
Chesney, 1985).

The Role of Historically Black Colleges and Universities
Founded as schools for freed slaves, Historically Black Colleges and
Universities (HBCUs) have evolved through several cycles of change.
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Throughout this century, while some major universities barred their
doors, the HBCUs trained blacks to serve as teachers, physicians and
ministers (Culotta, 1992).
The story of African Americans in science, engineering and

agriculture during the 1950s, 1960s and early 1970s is a story of HBCUs
(Malcolm, 1990). Institutions such Tuskegee, North Carolina A&T,
Hampton, Tougaloo, Grambling, Fort Valley, Alabama A&M and Howard

were some of the primary places where African Americans began their

careers as scientists and engineers. While many of the students from these

institutions continued their graduate training at institutions like Ohio
State, University of Michigan, University of California-Berkeley, North

Carolina State and Purdue, they often began in places like Alcorn State,
Prairie View, Clark Atlanta and Southern University. Pearson and
Pearson (1985) reviewed the baccalaureate origins of the black scientists.
Their work reconfirmed the overwhelming contribution of HBCUs as the
leading source of African American scientists.

Of the more than 2,100 four year colleges and institutions in the

United States, fewer than 1,200 awarded even one baccalaureate degree in
science and engineering to a black student in 1989. With less than 20% of
black students, HBCUs awarded 40% of all black BS degrees awarded in

natural science (Culotta, 1992). At the bachelors level, the top five
producers of black biologists are all historically black schools (Table 1).
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Table 1. Top ten producers of Black BS degrees, 1988-1989 (Science, 1992).

Institution

Total Degrees Confirmed

1. Howard University

223

2. Southern University

212

3. North Carolina A&T State University

161

4. Prairie View A&M University

152

5. Jackson State University

151

6. University of the District of Columbia

123

7. Grambling State University

111

8.Tuskegee University

111

9. Hampton University

107

10. South Carolina State University

107

Summary
There are many barriers that keep people of color from

participating in much of mainstream America. Natural resource and
environmental careers are firmly entrenched in this mainstream. Some of
the limitations are self imposed, others are imposed by long established

mainstream societal norms and perceptions. The present establishment
has the power to influence change by revamping and their current

recruiting and retention strategies.
While recognizing that this research will not address every question

concerning the underrepresentation of minorities in Natural resource
careers, it is a much needed beginning. Hopefully, the results reported will
influence future research and policy on this topic. The findings point to

several critical factors contributing to the underrepresentation of African

Americans in natural resource careers.
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III. METHODS AND PROCEDURES

This study was restricted in sample size to a relatively small
population of African American natural resource professionals. The total
population consisted of 80 survey recipients and 10 oral history

interviewees. The purpose for this restriction was to test the effectiveness
of the research methodologies. Because of the size and scope of this study,

not African American natural resource professional could be enlisted to be
for this project. However, a significant number of available candidates
were solicited and selected. There was no intent to generalize the findings
to reflect the views of all under represented minorities.
The following are the assumptions upon which the conclusions
of the study were based:

1. A valid and reliable instrument can provide an effective way
of examining the underrepresentation of minorities in
natural resource careers.

2. The identified areas reflect the current status of the under
representation of African Americans in natural resource
careers.
The purpose of this study was to develop a methodology to examine

the under representation of African Americans in natural resource
professions. While the opinions of the interview and survey participants
can be said to be, by extension, indicative of prevalent African American

feelings toward the areas of inquiry, the degree and extent of opinion and
feeling in these areas cannot be generalized to African Americans as a
group.
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This chapter is presented in two sections. The oral history and
survey methods and procedures are presented in sections one and two,
respectively.

SECTION 1 Oral History

Design of the Study
The first portion of this study was designed to use oral history

methods as a research technique to examine the under representation of
minorities in natural resource careers. Ten African American natural
resource professionals were interviewed to determine its effectiveness. The
procedures used in the process were to:

1. Review the literature related to the under representation of
African Americans in science related fields.
2. Review the literature concerning oral history methodology.
3. Develop a list of question and an interview guide.
4. Conduct and transcribe oral history interview.
5. Summarize the data.
6. Compare the oral history findings with the results of the UMOJA
(Under Represented Minorities in Natural Resource Occupations,
Jobs and Related Activities) Survey.

Introduction
The concept of oral history is not new. From ancient Greek

historians to black slaves on southern plantations, history was an oral
tradition held only in living memory and passed down from generation to

generation in narrative, ballad and epic verse folklore and legends. These
sorts of documentation, according to James Hoopes (1979) have their
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origins in speech and oral history. They are based on "documents" that are
spoken.

Oral history is a rapidly growing research phenomenon that is
creating new forms of popular history of immense interest to the general
public (Sitton et al, 1983). The term oral history is often confused with or

misrepresented by the terms ethnography and interview. Oral history can

partly be defined as an interview and partly as an ethnography, but ever
wholly as both; the reason being that these methodologies are separate
entities. So what is oral history? According to Sitton et al (1983) it is a
valid research procedure that is recording the recollections and
reminiscences of a living person about their past.

Oral history, is subject to all the "vagaries and frailties" of human
recall. The materials of oral history are raw and undocumented data for
historical scholarship- history from a primary source. Hoopes (1979) offers

a more restricted definition: oral history is the collecting of any
individual's spoken memories of his life, of people he has known, and

events he has witnessed or participated in. Oral history is also defined by
Willa Baum (1977) as a "modern" research technique for preserving

knowledge of historical events as recounted by participants; involving tape
recordings of an interview with a knowledgeable person, someone who
speaks from personal experiences.

For the purpose of this study, oral history is defined as a method of

gathering unique historical information through tape recorded and later
transcribed interviews with individuals who have first hand knowledge
about the given subject, while at the same time allowing them to express
their feelings and experiences without reservation.
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A review of literature in oral history revealed that very little has
been written from the viewpoint of African American natural resource

professionals. Discussions with leading oral historians confirmed that this
indeed was an uninvestigated, but academically sound, research topic.
The study of oral history is to experience the past as well as to find

order in past events and the reasons they occurred the way they did. For
this reason, oral history methodologies were used in this study. It was my

desire to go further than the limits of a mere interview and to eliminate
the rigidity of ethnography.

Sitton cites the importance of oral history and its contribution to

many ethnic and cultural studies. As mentioned earlier, there is a void of
oral history studies about African Americans by African Americans. "...it

would be far better for a person of the same ethnic background to

interview a person of the same ethnic group" (Sitton et al, 1983). One
could argue that the most effective ethnic studies are always community
specific; oral history taps a motivation for the study of history by involving

the researcher in valid research within their own family, ethnic and
community heritage. Because the numbers of African Americans in

natural resource careers are so few, there is an unspoken sense
community among the professionals. For this reason, the researcher took a

personal interest in oral history research.

The Population
The oral history population included a representative sample of
natural resource professionals from state, federal, non-profit and private
organizations. Ten African American natural resource professionals (two
recruiters; two associate professors; one of each: plant pathologist, soil
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scientist, superintendent of parks and recreation, urban forester, farmer,
and fisheries biologist) were interviewed. Time constraints, and

availability of participants restricted the population.

Selection of Subjects
The researcher did not have to develop a relationship specifically for

this study with three of the ten informants

Ralph Crawford, Michael

Grice and Cedric Cooney. Michael Grice was one of the first people met by

the investigator upon arrival in Portland, Oregon three years before the
this study was formally undertaken. Both Cooney and Crawford were met
during an activity sponsored by the UBSA (United Black Student

Association) at Oregon State University. During our first meeting it was

discovered that Ralph was the "black forester" that the researcher was
encouraged to contact upon her arrival at Oregon State, because he and
his wife (Shelby) "will take care of you while you're there."

The researcher conversed with the three informants, on separate
occasions, about the general idea of the topic, being careful not to lead

them to conclusions. The preliminary discussion with the informants
allowed for 1) presentation of the broad area of research; 2) presentation of
the kind of information to be requested; 3) an opportunity for the

informants to ask questions of the researcher; 4) making of appointments
for future meetings; 5) refinement of questions and suggestions of
additional ones; and 6) practicing interviewing techniques (Gray, 1986).
Marcus Jones, Bill Vidrine and Loney Stewart were interviewed

during the National MANRRS (Minorities in Agriculture and Natural
Resources and Related Sciences) Conference, in Purdue, Indiana. After
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reading an editorial by Charles Jordan in "Earth Work," the Porta lnd
Parks Bureau director was contacted to arrange an interviewing session.
The researcher used a combination of taped interviews and notes
taken during the formal meetings with interviewees. An interview guide
was used to serve as an organizing framework in which to gather data.
However, flexibility was allowed so that each person could deviate from

the prepared guide (Appendix A). The prepared guide was simply a list of
8-10 questions used to assist in the interviewing process. Open-ended

questions were used as well as questions raised during the interview.
The most difficult part of the interviewing process, for the

researcher, was neutrality. Neutral but probing questions are but one of
the mainstays of oral history research. Because the topics of the
interviews "were so close to home" the interviews became more of a

conversation than an interview. This method enabled each respondent to
find a comfort zone in which information would be free flowing; to allow

one idea, story or thought to trigger others and to generate information
about the experiences they had in pursuing their career.
Because the community of African Americans In Natural Resource

careers is so small, many friends and acquaintances were rejected from
this portion of the study in order to avoid interviewing those whose views

mirrored those of the researcher. There is a definite need to avoid the
temptation of including close friends in such research. Cooney, suggested

"I wonder how your relationship with the interviewee affected the way

the questions were answered. I think that the fact that I knew you, caused
me to have too casual an attitude."1 This point is well taken, and at its

1 A personal communication from Cedric Cooney. September 1992.
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best it demonstrates the very essence of the difference between an oral

history interview and an investigative or feature interview.
For the most part oral history interviews are to be conducted in a

manner that is both comfortable to the interviewer as well as the
interviewee. Because it is a tape recorded and later transcribed
conversation, a more casual, but informative approach is desired. It is the
responsibility of the interviewer to set the mood for the interview. In each

case the researcher made attempts to encourage the interviewee to feel at
ease during the interview.

Fieldwork and Data Collection
Prior to each interview (with the exception of the four conducted at
the MANRRS conference) the interviewees were contacted by telephone to

arrange a meeting time, date and place. Before each session, the
researcher reiterated the purpose and objectives of the study and
explained the extent of their participation. Afterward, the conversation
began with the understanding that it would be tape recorded.
All tapes were transcribed by a professional transcriber. The
services were contracted by Sadie Airth of "Sadies Word Processing,"

Corvallis, OR. Each transcribed tape was later auditing. The guidelines of
Baum (1977), Hoopes (1979) and Moss (1976) were followed for auditing

the transcripts. Once the auditing changes were made the transcripts
were then forwarded to each interviewee along with a release form and
cover letter (Appendix E). According to Hoopes the release form should be

signed before the interview, and Moss suggests that it could be sent along

with the transcripts. The latter was chosen in this case.
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Four transcripts were promptly returnedand six follow-up letters
along with a second transcript and release form were mailed. And finally,

a third reminder letter was sent to two interviewees with no response to
date. Once the transcripts were returned, the corrections made by the
interviewee were added to create the final version of the transcript.

The Informants
The completed transcripts used in this study can be found in
Appendix B. The transcripts include the interviews with: Ralph Crawford,

Plant Pathologist with the Pacific Northwest Research Station-USDA
Forest Service, Corvallis, Oregon; Charles Jordan, Director of Parks and
Recreation for Portland, Oregon; Ken Wilson Fisheries and Wildlife
Professor, Colorado State University, Fort Collins, Colorado; Cedric
Cooney, Fisheries Biologist, Oregon Department of Fisheries and Wildlife,

Corvallis, Oregon; Michael Grice, President of the Worlds Arts Foundation
and co-founder of Urban Forestry Inc. Portland, Oregon; Loney Stewart,
USDA Liaison Officer, University of Maryland, Eastern Shore, Princess

Ann, Maryland; Marcus Jones, General Biology instructor, Philadelphia,
Pennsylvania; and Bill Vidrine, USDA Liaison Officer Delaware State
College, Dover, Delaware.

Treatment of the Data
The data from the oral history transcripts were reviewed and
analyzed. Similarities and dissimilarities were recorded and are presented

in chapter 4. The responses were examined to assess the current status of
African Americans in the natural resource professions.
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SECTION 2 The Survey

Design of the Study
The second portion of this study was designed to develop a research

instrument to examine the under representation of minorities in natural
resource careers. The instrument was field tested on 80 African American
natural resource professionals to determine its effectiveness. The
procedures used in the process were to:

1. Review the literature.
2. Conduct oral histories to complement the literature review.
3. Review contemporary social research techniques and
instruments.
4. Design and field-test the instrument.
5. Collect and summarize the data.
6. Compare the oral history findings with the results of the
instrument.

Introduction
The research instrument was a survey-type questionnaire
developed specifically for this study after a review of the literature, the

analysis of the oral histories and other survey-type instruments. The
Survey tools used by Jones (1992) served as the basis for the development

of this instrument. Jones investigated the education, future plans,
perceptions and backgrounds of agriculture students at land grant
Colleges and Universities.

Because there were no studies available to examine the under
representation of minorities, the instrument design relied heavily on
information gathered from the review of literature and oral histories. The
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Handbook of Survey Research (Rossi eds., et al, 1983), The Practice of

Social Research (Babbie, 1989), Questionnaire Design and Attitude

Measurement (Oppenheim, 1946) and Research Methods in Cultural
Anthropology ( Bernard, 1988) served as the primary resources in the
development of the instrument.
Sheatsley (in Rossi eds., et al 1983) offered the five steps used to

initiate the instrument development and design: (1) decide what
information is required, (2) draft questions to elicit information (3) put

questions into a meaningful order and format, (4) pretest the result and
(5) go back to number 1. According to Sheatsley (1983), one does not start

by writing questions, however, the first task and the hardest, is to figure
out which factors are relevant to the problem. The manner in which this

first task was undertaken, was to revise the questions used and raised
during the oral history interviews.
A preliminary list of 43 questions was used to develop the first draft
of the survey.

The Population
Although the title of the survey refers to underrepresented
minorities, for the purpose of this study the sample population is limited
to African-Americans in natural resource professions. This is not to
suggest, however, that the UMOJA (Under Represented Minorities in
Natural Resource Occupations, Jobs and Related Activitives) survey is
limited to this group.
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Selection of Subjects
As this study was designed to examine the current status of African
Americans natural resource professionals, the survey was sent to 80
African Americans currently employed in natural resource professions.

Personal contacts, national conference mailing lists, and independent
networking systems provided the names and mailing addresses of the

participants in this portion of the research.

The Instrument- UMOJA
The first section of the nine page instrument addressed the
educational background of the respondent. The second section asked the

respondent to rate, in order of importance, the factors that influence
career decisions and job satisfaction. Section three assessed the

respondents current employment status.
Pages five and six contained three open ended questions used to

elicit detailed information about barriers that may impede under

represented minorities from entering natural resource careers. Current
demographic information was identified in section six. The final question

of the instrument is taken verbatim from the final question asked during
the oral history interview (Appendix A). Space was provided, on page
nine, for any additional comments.

Choosing the Name
The acronym UMOJA (Underrepresented Minorities in Natural
Resource Occupations Jobs and Related Activities) is a Swahili word

which means "unity". Taken further, the term was adopted in 1971, as the
first of seven principles of Kwanzza, an African American celebration

29

during the first seven days after Christmas. The term is used as a part of
the celebration as a motivational guide for daily living. Umoja, or unity is

to be strived for and maintained in the family, community, nation and
race.

Review Process
The survey development and design relied mainly on the consulting
advice of Pam Bodenroder of the OSU Survey Research Center and the

author's graduate committee. Critical comments from the committee were

used to revise the questionnaire, which was then resubmitted for a second
review. There were seven complete changes before an acceptable format
was decided upon. The survey questions were modified and reduced to 26.

Pretest
The next phase in the development of the instrument involved pre-

testing of the survey on a sample not included in the study. Ten graduate
students in the Fisheries Cooperative Education unit, Oregon State
University, were asked to complete the survey to: (1) critique content,

clarity and format and (2) estimate time requirements. The survey was
again revised as a result of this process.
The final revision of the instrument followed its review by three
members of the author's graduate committee and Ms. Bodenroder. (see
Appendix C for a copy of the questionnaire).

After the final review the questionnaire was mailed with an
accompanying cover letter (Appendix E). The letter stressed the

significance of the respondent's participation and ensured complete
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anonymity. A self addressed, stamped envelope, the researcher's business
card and a small pencil were all included in the "packet".

Follow-up Letter
Because the "packets" were mailed during the Christmas holiday
season, a follow-up letter was needed in order to insure a reasonable
response rate (Appendix E).

Prior to the follow up letter, the researcher received several
telephone calls from respondents who needed a little more time to respond
to the survey, or they wanted to know, if it was too late to send it.

Notwithstanding the need for a follow-up letter, the initial mailing
generated a return rate of 42%. Only one follow-up letter was mailed to

the respondents who had not returned to survey. The results of the follow
up letter increased the response rate by an additional 34%.

Data Collection
The questionnaires were returned to researcher's mailing address
in care of the Educational Opportunities Program, Waldo Hall, Oregon

State University. Each reply was opened and each envelop was destroyed
to preserve the anonymity of the respondents. A system of mailing
label/survey number was developed in order to differentiate between
follow-up and thank you letter recipients.

Because of the sensitive nature of the questions asked in the
survey, complete anonymity was requested and completely honored. A

thank you letter was mailed to each respondent within two days of receipt
of their survey (Appendix E).
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Treatment of the Data
Data obtained from the surveys was nominally scaled according to
response categories. The responses in the first section (question 1- 6)

assessed the educational background of the respondents. The information
in section two (questions 7-9) was given a priority rating used to examine

the factors related to a respondent's career decision and job satisfaction
and to assess by percentage which factors are more favorable than others.
Section four (questions 10-15) concerned the current employment status of
the respondents. The open-ended questions in section five (16-18) assessed

the barriers that inhibit minorities from seeking natural resource careers.
The information in section seven was intended to examine demography of

the sample.

Statistical Analysis
The results of the survey were coded and entered in to a computer
data base. Descriptive statistics were used for the analysis of all questions
and hypotheses. Included were frequency distributions, mean, mode and

standard deviation.
Due to the size of the survey population, the chi square statistic was
used as a non-parametric to test the hypotheses. The 0.05 confidence level

was chosen as the criterion to identify significant relationships. Results of

the presented in the following chapter.
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W. RESULTS

SECTION 1 Oral History
The source of data for this section was eight oral history transcripts
which were obtained through personal interviews. Ten interviews were
conducted originally. However, two interviewees neither responded to the

follow-up letters nor returned the release form for use of their transcripts

in this study. The two non-respondents reduced the population to eight
males. The eight returned transcripts were usable. This section discusses
the sample and presents the findings of the oral history interviews.

Presenting the Data
The interview questions covered a wide variety of topics. Each

person was asked a series of questions which addressed the perceived

factors related to the under representation of African Americans in

natural rescue professions. Questions were also asked about their
professional background, experiences and aspirations for the future of
African Americans in natural resource professions and related activities.
Although there are no clear cut solutions to problem of the under
representation of African Americans in natural resource professions, the
transcripted interviews offered some explanations as to why this dilemma
continues to exist and will most likely continue to exist until some serious

changes are made. Due to the extensive nature of the interviews and the
large volume of data they created, it is not practical to do anything more

than summarize the findings here. Once a pattern emerged, the data were
summarized and explanations include the following:
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There is a definite need for more African American mentors and
role models. Notwithstanding this need, current role models and
mentors must be sincere regardless of race or ethnicity.
The professional stressors for African American natural resource
professionals are different from those of non-African Americans.
Professional qualifications are measured by different standards
and there is an underlying feeling of needing to be "better than
good" in order to succeed in your career.
"No more business as usual." African Americans sense little real
commitment at the top of most agencies to recruit or retain
African Americans as natural resource professionals.
African Americans feel isolation related to remoteness of work
stations and being "the only one" in the work place or community.
Career awareness should begin early, as early as the third grade
and continue through college and into the work force.
There is a need for cultural diversity acceptance and the
elimination of preconceived stereotypes of African Americans in
the work place.
There is an anti-agricultural bias among African American
students that must be recognized and dealt with before new
recruiting strategies are developed.
Recruiting tactics should be reviewed and revised. Agencies need
to recognize that minority employees could be the strongest
ambassadors for the agency.
"The 'glass ceiling' is alive and well." There needs to be a clear
understanding of the limitations of the profession; tell the truth
to employees and recruits about promotion possibilities.

These issues were discussed during the oral interviews. What
follows is a dissection, with examples taken from the oral history
transcripts of several of the reasons why African Americans continue to be

under represented in natural resource careers and related activities.
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Mentors and Role Models
The term role model and mentor have taken on different meanings

in the past twenty years and means different things to different people.

When asked about his mentor, Charles Jordan stated that he did not have
a mentor, but that he had "a lot of encouragement from people who cared
about him."

"I didn't have mentors, I just had people who believed
in me and who helped me along the way ...I had a lot of
people who really cared for me. And these were not
just people of color. And that's good. Just lots of people
who cared" (Jordan, Appendix B3).
Ralph Crawford reflected on his career decision and the role of his
"mentor."

"When I got to graduate school, my major professor sat
down and talked to me, [about career opportunities] ...
he in a sense sort of steered me. So, I guess the guiding
force [in his decision to choose plant pathology as a
career] was actually having someone to sit down and
talk to me, as a mentor. Even though, at that time, we
didn't use the word 'mentor.' This was the first
opportunity for establishing a mentor, or a mentor
relationship. With a male. Somebody who actually
looked just like me. And that was extremely
important" (Crawford, Appendix B8).

When asked about the need for a mentor of the same race or ethnic
background, Michael Grice responded:

It's not necessary to have a Black mentor. But the
mentor has to understand the life, and the times, and
the dynamics of being African-American. Whether
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they're African-American or not really isn't so much an
issue, because really advocacy is advocacy. Someone is
going to make sure that you get an opportunity,
someone's going to help you follow up on things,
someone's going to explain the situation to you, and
help you read the landscape within an organization.
Anybody can do that, if they will. So, you know, just
like teaching kids, what you need are caring
individuals. People who are willing to help you. And
the things that mitigate that are people's own insecurities about how their peers will understand their
willingness to help people of color. Because their peers
aren't. And so, therefore, it's more rare, or more
uncommon for a white or a Caucasian, or a EuropeanAmerican to assist an African-American with his
career goals, than it would be for an African-American
to assist another African-American with his career
goal. But a lot of African-Americans are in a position,
and they're not aren't assisting anybody, either. But,
they don't have a commitment. They also are under
pressure not to appear to be giving advantage to other
people of color. The one advantage that they do bring
to that situation, when you do have an AfricanAmerican mentor is that they're likely to understand
the situation of the mentee a little better. Because
they may have come from similar circumstances
(Grice, Appendix B2).

The bottom line when asked about the need for an same race

mentor is best summed up by Jordan, "...when you are struggling or when
you're trying to make it, you don't care how much they know, you want to
know how much they care."
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Professional Stressors
When confronted with the ideology that African Americans must be
"better than good" in order to succeed in their chosen career, Marcus Jones

offered this statement:
If you're going to make yourself advantageous in
society you have to make yourself profitable to society.
You have to be better. And if that's the case, then

that's just the case. Many students have this
perception that "I have to be better", and I say, "That's
right! Life is tough, you do have to be better!" And
you have to be diligent at it, and you have to be strong
enough, and something has to propel you self
motivation, something inside has to propel you to
make it, regardless of what you see. ...Until then we
have to take the cream of the crop, encouraging them
to work very hard, ... to work up against the grain.
And that's just the way it is, for right now (Jones,
Appendix B4).

Feelings of Isolation
Natural resource agencies must understand that they [minority
professionals] face a lot of isolation. And don't just assume that because
they've been there five, ten, or fifteen years they're not under a lot of
stress. To be the only one, in staff meetings, to be the only one in your

area, is rather stressful, because you wonder, "do they really understand
where I'm coming from, and whatever I present to them I got to put in a
language -- their language, so they understand it" (Jordan, Appendix B3).
Crawford recognized that ."..if you grew up in the South

it's not

the easiest thing to do to sever all ties, to go across country, where you

have no relatives. The culture's just different." The feeling of "being the
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only one" in certain situations require coping mechanisms that take time
to develop and in some cases they never develop. Vidrine referred to an

incident where a person left his job because he was not prepared for the
cultural isolation he encountered.
"I also know another guy that came [to Vermont] three
years after I was there, as a trainee, and he couldn't
cope. He was in a different part of the state than me,
but I established contact with him after he was there
two or three months. He said, "Hey, man, I don't like
this," and he said, "it just feels funny, it feels strange
to me relating to these people. I can't relate to them,
we talk a different language." He said, "they always
ask me, 'what did you say? Why do you say it that
way?'" He became very insecure and sensitive, so, he
left. And that happens in my agency, many times.
They hire people, they recruit them, and they don't
stay. ...On the average after four or five months they
quit because they couldn't cope. And they had not
prepared them. So, I'm saying it's best to sensitize
them, "this is what you're going to encounter" (Vidrine,
Appendix B6).

Career Awareness
When asked about career awareness and career counseling,
Cooney's response was that his counselor had never met a Black scientist
so he was not sure that science was a viable career for Cooney.
"My high school counselor told me, that I was a smart
person, he said 'why don't you go and be a doctor, or
something like that? Go out and really do something.
Why do you want to be a Marine Biologist, you're never
going to get a job doing it, anyway.' Nothing was going
to discourage me. When I got my head set on what I
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wanted to do I either had to succeed, or prove to myself
I couldn't succeed" (Cooney, Appendix B1).
As part of a mentoring program Cooney suggested that if minorities
in the field are willing to go to their area schools, they should do more

than "just go and stand in front of a classroom and talk to the students."

He goes further to state that an important component in career awareness

is talking to the teachers to let them know that if any students are
interested in this field, there are programs available that will introduce
them to some of the options that they may have.

Cultural Diversity and Acceptance
In response to how non-African Americans can help in eliminating

the under representation of minorities in natural resource professions,
Jones states that number one, they can remove all ignorance. " ...We grew

up having to study mainstream Western culture in history, and I think
Western Americans, non-African Americans in our mainstream society

have to acclimate themselves and familiarize themselves with material
pertaining to African-Americans and different kinds of cultures

educating themselves outside of their own sphere of influence just as we
have had to do all of our lives. That, to me, is the key. And just doing
that, there's no room for ignorance, and saying "Well, what can I do?"

Crawford stated that whenever he has been involved in recruiting
for situations where the young adult has to go to an environment where
they may be the only African American in the work place, he talks to them

about his personal experiences. And at the same time, he makes a point
to call the person who is a supervisor at that location to try to make sure

that they understand that "this is as traumatic to the student coming
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there as if they [the supervisor] had to go live in the inner city for the

summer." So that with this effort, they can at least try to understand
where the other person is coming from...to put themselves in this person's
shoes it's not to say that you hold a person's hand, but understand what

their culture is."

Anti-Agricultural Bias
Perhaps the biggest barrier that I find when talking to minorities is

that when you mix in the word 'agriculture' the first thing they think
about is chopping cotton or corn, or tobacco or working with the chickens.

"I have to let them know that there are many professional and career
opportunities available for to them" (Jones, Appendix B4). Stewart,
recalled that he grew up on a farm, and "one of the reasons I wanted make
sure that I went to college was because of the hard work on the farm that I
was involved in, and I wanted to make sure that I would have nothing to
do with the farm once I grew up."

Improve Recruiting Tactics
Jordan noted that there are going to be massive recruiting effort in

the '90s. However, his is afraid that there will not be the institutional
changes made that are necessary to effectively facilitate such an effort.
According to Stewart, there are so many times an agency sends a

person [out on a recruiting effort] that is unfamiliar with the needs and

the wants of a student. "I think that if they tried to find somebody that
could really understand the students, really understand the problems they
endure, then they would be more effective. You know, sometimes we

become so set in our ways until we forget that there are other people that
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are still suffering, and not accustomed to our way of life, and we think

that our way is the only way." He also suggested that a more effective
recruiting tactic would be to find someone that's a peer-type person to the
student that the agency is trying to reach, I think we'd be more effective.
"When we [recruiters] send students out in the field
[on co-op assignments] we really need to let them know

the situations they are going into. It is important to let
the students know up front that the areas they will be
working in are going to be rural areas and small
towns; and that many times they will be working in

areas where there are no large shopping centers
around and there may not be public transportation.

Sometimes this has really turned the students off, but
I like to tell them up front so that they know what to
expect. It's best to give them the information up front
so that they won't go out there [a remote duty station]
expecting to work 9-5 and then go downtown to the
movies at 7 o'clock" (Stewart, Appendix B5).
According to Jordan, "What you've got to do is you've got to be

sure that you level with the people you're bringing in and you

increase your chances of having a higher retention rate."

Vidrine suggested that an agency's "best recruiters" are
current staff members. "If you get one person in your agency who

stays, that's going to be your best recruiter. You know, it's going to
work. You won't have to worry about it. If that person makes it,

and if that person stays, then he or she will be your selling tool to go
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back to their school, or their friends, and other Blacks. If you're
talking about bringing somebody else in, have them meet that

person. Not for show.. just let them interact with each other, and

that's what will work for you." Jordan warns that minority staff
members should not be overlooked as potential recruiters for an
organization, "... don't ignore them, because they will become your
strongest ambassador and advocates. Because if you ignore them

and you go out and recruit other minorities, and they come to the
organization, the first people they're going to run to are those
who've been there for awhile, and they'll ask 'How is this
organization to work for?'

Jordan also notes that retention is the largest component of
any recruiting effort. "You need to make sure that those who have

been there are your strong advocates, and that you have at least
recognized some of the challenges that they face. This is something

that we don't do. We just ignore that, we just assume that once
they're in, we've got them."

The "Glass Ceiling"
The invisible barrier to the upper echelons of science and technology

has been creatively deemed the "glass ceiling." Jordan remarks on the
phenomenon:

"Understand that other positions may look more
attractive, because of the salary, but in terms of
careers, if you want to get with an organization, and
you want to stay with an organization for years, then
natural resources are some of the better organizations.
Once you get in there it's a two edged sword, you can
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stay there for a long time, but the other edge of the
sword is that there appears to be a glass ceiling,
because those people don't leave. They retire in those
positions, so you're not going to move up as fast as
you'd like. Understand that going in ..you've got to be
a champion if you really want to move up fast"
(Jordan, Appendix B3).
As well as recognizing the "glass ceiling" in many organizations,

according to Grice, "we [African Americans] typically aren't prepared for
jobs beyond entry-level jobs. "Yes, you're working for the company, and

you're on their rolls but in terms of being a decision maker, or a manager,
or a policy setter with that organization, we don't know the career ladder,
we don't have advocates within those organizations to make sure that you
get opportunities open to you."

"I'd like to identify among all the natural resource and
related industries, what are the most productive,
where are the highest paying jobs? Who holds them?
How did they get those jobs? What is it that AfricanAmericans, or people of color, or poor people would
have to do to secure those jobs? Is it a matter of
education? a matter of experience, or a matter of
connections? Or commitment by the organization to
bring people into the organization? So that we just
simply have more opportunities for people to access
jobs that are good paying jobs, not just working in the
industry. Work is one thing, the level of work is
something else" (Grice, Appendix B2).

The "Big Picture"
When asked to consider their role in the "big picture of natural

resources" the respondents answered in a similar manner--each person
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felt that they were, in their own rights, a messenger with a message that
they "believe in." Jordan said that he is a spokesperson whose calling is to

speak to the uninitiated.
"I love to speak to the uninitiated people who really
are not a part of either movement. That's my strong
suit, I speak a lot. I travel many, many miles every
year to speak to groups, and I can do it because I
believe in it. And I only speak on things that I believe
in now. Of course, I had to work my way up to that.
And therefore my passion comes through, and my
sincerity comes through, and so I'm believable"
(Jordan, Appendix B3).

Vidrine stated that he must continue to work in the natural
resource profession because he felt that he has made a lot of contributions

in the past. "I still want to have that impact, but what I want to do is have
more African-Americans, involved in that process, because there is a big
job to be done. It's exciting to me because I believe in it."

Wilson realized that there is a lack of information or career
awareness and his role in the big picture would be to "...see that we get
some information to minorities so that they can become interested in the

field." Jones stated that when he is with his students, he tries to send
them clear messages by teaching them that once they become proficient at
something it is possible to like it.

"I try to be very, very enthusiastic when I'm teaching
science, because I think many teachers or instructors,
if they're teaching a subject and they don't show
enthusiasm for it, that communicates a message. I'm
very enthusiastic about agriculture, and I'm very
enthusiastic about science" (Jones, Appendix B4).
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Grice would like to convene a think tank of African-Americans, to

find out what's needed and how it can be carried out, and then to provide
some sustained support over a period of time to do research. And finally,

Crawford felt that it was equally important for him to give as much to the
people following in his footsteps as was given to him earlier.
"As I say, I owe the people in front of me, and the only
way I can pay them is to make sure that I give, to
others, what was given to me. Keeping in mind that I
am trying to pay a debt to the people who came before
me. That's what my role is, to make sure that
whatever information, or knowledge, that I may have,
will increase the betterment of African-Americans and
the world as well" (Crawford, Appendix B8).
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SECTION 2 Survey Results
The purpose of this study was to develop a methods to examine the

under representation of African Americans in natural resource
professions. While the opinions of the survey respondents can be said to
be, by extension, indicative of prevalent African American feelings toward

the area of inquiry, the degree and extent of opinion and feelings in these
areas cannot be generalized to African Americans as a group.

The Sample
The source of data for this study was sixty-one surveys returned by
African American natural resource professionals. Eighty surveys were

originally sent nation-wide the professionals who met the criteria of the
study. This chapter discusses the demographics of the sample and gives

the results of the individual questions; it also presents findings related to
the hypotheses posed in chapter 1.

The sample was recruited nationally and across a wide range of

institutions, including Private and non-profit organizations, Federal (i.e.,
US Fish and Wildlife Service, USDA Forest Service, Bureau of Land

Management), state and local governments and University Research
Centers. Eighty professionals were asked to participate in the study; sixtytwo (77%) responded. One survey was rejected because the respondent
was a non-African American professional. Because of this, sixty-one (76%)

of the surveys returned were usable.

Demography
The sample population consisted of forty-two (69%) males and

nineteen (31%) females. Table 2 presents the breakdown of the sample by
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age: 3.3 percent were under the age of 25; 41 percent were between the
age 26-35 age; 46 percent were between the ages 36-45; 5 percent were
between the ages 46-55; 5 percent were over 56 years.

Table 2. Sample by age.
AGE
Under 25

Total

26-35
36-45
36-55
over 56

COUNT
2
25
28
3
3
61

PERCENTAGES
3

41
46
5
5

100

The educational level of the respondents included: 57 percent

baccalaureate degree; 26 percent master's degree; 7 percent doctorate
degree; and 10 percent Associate and "other" (one technical certificate)
degree (Table 3).

Table 3. Sample by educational level.
EDUCATION
Associate and Other

COUNT

PERCENTAGE

6

10

Baccalaureate Degree

35

57

Master's Degree

16

26

Doctorate Degree

4

7

61

100

TOTAL

Forty-nine percent (30) of the respondents earned their
baccalaureate degree from a Historically Black Colleges or Universities,

while fifty-one percent (31) received their baccalaureate, associate and
"other" degrees from a predominately White institutions).
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Natural Resource Background Prior to College
Twenty (33%) of the respondents had no background in natural
resources prior to college; eighteen (29%) had farm- related experiences
(21% raised on farm and 8% employed as farm workers); and eight (13%)

took natural resource courses in high school. The remaining 25 percent
were divided as followed: 20 percent represented the "other" category
(fisherman, boy/eagle scout, stong biology background) and 5 percent were

employed in natural resource related jobs.
The pre-college and college programs described by 28 percent of the

respondents included: the Career Awareness Institute sponsored by
Tennessee Tech University, 4-H club, Boy and Eagle Scout programs and

high school science fairs. Seventy-two percent of the respondents stated

that they did not participate in any pre-college programs. One respondent
replied, "such programs were not available for me to participate in at the
time that I was developing my career interests."

Current Employment Status
More than 88% (54) of the respondents were employed by federal
government agencies; none of the respondents were self employed, worked

for a consulting firm, private foundation or a non-profit organization. The
jobs titles of individuals surveyed included civil engineers, refuge

managers, recruiters, environmental specialists, forest supervisors and
fish and wildlife biologists. The mean number of years of employment was
12.

Factors Influencing Career Decision
Personal interest and happiness ranked above the seventieth
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percentile among the factors that are very important when making a
career decision 72% and 80% respectively. The type of work environment
(67%), job advancement (57%) and job availability (53%) followed to

complete the top five items considered to be very important by the

respondents making in their career decision (Table 4 ).

Table 4. Response to question 7. Thinking about your career decision,
which of the following factors were very important, somewhat important,
or not important when you were making you career decision?
VERY
IMPORTANT

SOMEWHAT
IMPORTANT

NOT AT ALL
IMPORTANT

%

%

%

Personal Happiness

80

15

5

Personal Interests

72

18

10

Work Environment

66

25

9

Job Advancement

57

38

5

Job Availability

53

32

15

Career Path

52

36

12

The top two factors that were not important when making a career
decision were the presence of role models in the career (67%) and the
political outlook of the career (70%).

Question number nine asked the respondents to indicate the
largest, second largest and least influential fact in helping them to make
their career decision. Thirty-seven respondents (61%) stated that they
were self motivated when making their career choice. A sample of the

reasoning given by a respondent who remarked on the need for self
motivation:

"... each person must make things happen for
himself--one cannot wait for others to make things
happen for him."
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Family members (22%), professionals in the field (20%), mentors (17%)

and growing up on a farm (15%) were the influential factors that
influenced the respondents' career decision. Television (24%), high school

teachers and counselors (12%), and prior work experience were the least

influential factors pertaining the respondents' career decision (Figures 1
and 2).

Figure 1. The most influential factors related to respondents' career
decision.
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Figure 2. The least influential factors related to respondents' career
decision.
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Other: Boy Scouts

Factors Related to Job Satisfaction
Work force diversity, responsibility and feedback from supervisors

were all cited as extremely important factors related to job satisfaction.
Working outdoors and salary levels gathered 50% of the important and
neutral responses, while work visibility accounted for 15% of the not

important responses (Figure 3).
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Figure 3. Factors related to job satisfaction.
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Twenty-five (41%) of the respondents indicated that their personal
commitment to environmental stewardship most closely describes the

reason they chose a natural resource career. Twenty percent cited the
opportunity for career advancement and 12% responded that academic

training was their reason for choosing their natural resource careers.
Eighty-four percent (51) of the survey respondents began their

careers as a natural resource professional.

Perceived Career Barriers
Questions 16, 17, 18 and 25 were open-ended, addressing

professional and personal barriers inhibiting racial/ethnic minorities from
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pursuing careers in natural resources; these questions also sought
recommendations for overcoming these barriers and predictions regarding

the future of natural resource career opportunity for under represented
minorities.

Question 16 asked the respondents to identify the greatest barriers

to attracting raciallethnic minorities to pursue careers in natural resource
and related sciences. The responses for this question included: (1) lack of
career awareness in the African American Community, (2) racial
discrimination, racism and cultural insensitivity, (3) lack of effective and
sensitive role models and mentors, (4) insufficient educational outreach in
urban communities, (5) remoteness of work and living areas, (6) lack of

professional support and networking, (7) lesser prestige as other
professions (i.e. doctor, lawyer, politician) and (7) lack of scholarships or

recognition for natural resource students.

Question 17 asked the respondents for ways that natural resource
agencies and educational institutions could overcome the barriers
mentioned in question 16. The responses included: (1) actively seek out

and recruit minority for natural resource careers, (2) require sensitivity
training at all levels, (3) increase career awareness and educational
outreach, (4) recognize professional achievement, (5) increase cultural

sensitivity and awareness and (6) develop positive mentor programs.

The respondents were asked in question 18 to describe barriers and
obstacles that they have personally faced in their professional and
educational careers. Lack of on the job training, racism, refusal of in-place
promotions, questioning of professional competence, labelling younger

professionals as "affirmative action babies," and academic biases were all
cited as barriers personally faced by the surveyed professionals.
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Question 25 queried the respondents on their perceptions of the

future for minorities in respects to career opportunities in natural
resources.

Space was provided at the end of each questionnaire for additional
comments. Most of the comments were accolades for pursuing this project.

Because the responses to questions 16, 17, 18 and 25 were so

expressive and poignant on the issues, an attempt to summarize the
responses would clearly under value their intent. Therefore, the responses
are included in Appendix D.

Perceptions of Natural Resource Careers
Responses to the questions addressing the perception of natural
resource careers are shown in Table 5. Twenty- percent of the

respondents agreed that natural resource careers are not attractive to
members of minority groups; thirty-one percent were neutral and 45%

disagreed with this statement.
Forty-one (68%), of the respondents indicated that the lack of

minority role models directly relates to the lack of minorities entering the
field, and eight (13%) could discern no correlation between the lack of

minority role models and the lack of minorities entering the field. The
remaining 14% were neutral.

Sixty-three percent disagreed with the statement that there is little
opportunity for career advancement for minoritiy persons in natural
resource careers. Twenty percent were neutral and 17 % agreed with the

statement.

54

Table 5. Perception of Natural Resource Careers. Responses to question
number 17. (A=agree N=neutral D=disagree)
A

N

D

23%

32%

45%

68%

13%

19%

Little opportunity for career advancement.

17%

20%

63%

Number of job opportunities is declining.
Natural resource careers are viewd with the same level

20%

20%

60%

Aprestgi e.

12%

26%

62%

Mentor must be of same ethnic background as mentee.

24%

21%

55%

Natural resource careers are not attractive
to minorities.
Lack of minority role models relates to
lack minorities in field.

Pressing Issues in the Minority Community
From a twelve item list (see survey, Appendix C question number
21), the respondents were asked to identify the most pressing, second most

pressing and the least pressing issues in many minority communities.
Unemployment (42%), education (27%), racism (11%), and crime (10%)

were viewed to be the top four most pressing issues in the African America

community according to the respondents. Following these issues, health
care (10%), cultural awareness (3.3%) and housing were perceived to be

the second most pressing issue in the community. Finally, wildlife (36%)
and recycling (21%) were the two least pressing issues considered by the

respondents. Responses to the statements are illustrated in Figures 4, 5
and 6.
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Figure 4. Most pressing issue concerning the minority community.
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Figure 5. Second most pressing issue concerning the minority
community.
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Figure 6. Least pressing issue concerning the minority community.
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Presentation of Findings Related to Hypotheses
Because hypotheses involved nominal and ordinal data, the chi

square test was used as a non-parametric test to analyze the data. The .05
confidence level was chosen as the criterion for identification of

significance relationships. In order to meaningfully apply the chi square

test in this research, the following assumptions were made: (1) the
measures used were valid and reliable, (2) the sample was independently
obtained and (3) the survey respondents completed the questionnaire
truthfully and to the best of their knowledge. Also, the following
limitations were recognized: (1) The population included only African

American natural resource professionals. (2) The population comprised an

available sample of individuals throughout the United States. The results
cannot be applied to a particular geographical area due to lack of a
concentration of participants from any one geographical area. And (3) the
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population included in this study may be only one of several sources of

information concerning this subject. Professionals from neither the Army
Corp of Engineers nor Bureau of Land Management were included. A

summary of the results is reported in Table 6.
Table 6. Chi Square test of independence for Hypotheses.
VARIABLES
1. A comparison cannot be made between the
number of African Americn natural resource
professionals receiving their BS degrees from
HBCUs and those receiving their degrees
from non-HBCUs.
2. The lack of minority role models does not
directly relate to the lack of minorities
entering into the natural resource
profession.

3. Work force diversity is not an important
factor as it relates to job satisfaction.
4. In order to be an effective mentor, it is
necessary to be of the same racial /ethnic
background.

Level of
Significance

DF

Chi Sq

1

0.016

Significance

4

12.24

P S 0.025

4

75

P 5 0.005

2

11.54

P S 0.005

No

The test in this research are examinations of the observed
proportions versus the multinominal variability likely to affect the
outcome set under expected proportions set by the null hypotheses.

The P values for three of the four alternative hypotheses were
significantly less than the .025 and thus were rejected (hypotheses 2, 3

and 4). The remaining alternate hypothesis (hypothesis 1) had a P
value equal to or greater than .05 and was retained.
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SECTION 3 DISCUSSION

What is the future of African Americans in natural resource
professions? In 1971 Payne and Theoe expressed their concern about the
"dearth" of minorities in forestry professions. Nearly 25 five years later,

this research leads to the same concern. Payne and Theoe suggested that
there were six factors that contributed to the lack of Blacks in forestry.
Those factors were: (1) lack of knowledge about the field and career

opportunities, (2) too few role models, (3) an anti-agricultural bias,
(4) past segregation of facilities for higher education, (5) fear (of living in a

remote area as necessitated by work), and (6) racial discrimination.

This study confirms that the six factors identified by Payne and
Theoe are still important to the underrepresentation of African Americans
in natural resource professions. However, based on the findings of this

research, there are at least six more factors that can be added to Payne
and Theoe's list. They are (1) ineffective outreach and recruiting tactics,

(2) inadequate career guidance, (3) lack of cultural acceptance in the work
place, (4) lowered expectations because of affirmative action (5) perception

of career limitations (the glass ceiling) and (6) different standards by
which professional qualifications are measured

Role Models and Mentors
Although there was some variation concerning the need for a role
model of the same racial/ethnic background, the response from both the

oral history interviews and the survey recognized the need for sincere and
effective mentors and role models. Sixty- two percent (38) of the survey

respondents stated that the presence of a role model was not important in
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their career decision. However, 68% agreed that the lack of minority role

models directly relates to the lack of minorities entering the natural
resource profession. Forty-one respondents, those who agreed that the

lack of minorities entering the field is directly related to the lack of
minority role models, indicated that a role model was not very important
to them in their career choice. Cedric Cooney did not have a "prescribed"
mentor or role model. However, he recognized that "we are responsible for
being mentors... Being a mentor to somebody is a big responsibility. Its

like taking on another child. Someone that you're willing to raise up in
the professional realm." Being a mentor or a role model has to be more

than an initiative; it must be a commitment.
In addition to role models and mentors a survey respondent
mentioned that there is a need for some type of professional networking

and support system among the African American natural resource
professionals. There is a growing coalition of professionals that realize

that the few African Americans entering natural resource careers without
the presence of a role model or an adequate support system are as

threatened as the spotted owl or the marbled murrelet. For this reason,
there are independent networking systems, organizations and newsletters
developing throughout the country in order to provide links for African

American natural resource professionals.

Anti-Agricultural Bias
In spite of the anti-agriculture bias, Payne and Theoe (1971)
suggested that it would be reasonable to think that people raised in a
rural area would have a greater knowledge of the forest or agriculture and

would perhaps assign to it a higher status than would those raised in an
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urban area. According to the results to the survey twenty-five (41%) of the

respondents were raised in a rural area or a small town; however only
eight of the respondents said that living on a farm influenced their career

decision. Of the eight oral history participants Stewart, Crawford and
Vidrine were raised on farms in the south.

Historical Black Colleges and Universities
For the most part, the story of blacks in science during the 1950s,
1960s and early 1970s is a story of historically black colleges. Institutions

such as Tuskegee, Fisk, Hampton and Wiley were some of the primary
places from which African Americans pursued careers in science (Malcolm,

1990). Forty nine percent of the survey respondents earned their BS

degrees from a HBCU. Prior to the passage of the civil rights bill, four
respondents (6.5%) graduated from Morehouse College (1958), University

of Arkansas-Pine Bluff (1959 and 1965) and Tuskegee Institute (1960).

During this same period there were three survey respondents who
graduated from non-HBCUs. Twenty-one percent of the respondents

graduated from HBCUs during the 1970s, and 16% graduated during the
1980s and the remaining 5% graduated after 1990. Crawford (Vorheese

College), Vidrine (Southern University) and Stewart (Tennessee State
University) pursued their BS degrees at HBCUs.
Crawford chose to pursue his three degrees (BS, MS and Ph.D.)
from HBCUs. "This was not the easiest thing to accomplish because some
people do not believe that you should go to a historically Black college to

get a terminal degree.

In my case, the USDA has been supportive in this

effort," said Crawford. "When people say, 'Well, that's not a good school', I

always ask the question, 'How much do you know about an HBCU?' And if
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they tell you, 'Well, I really don't know anything about it' then you have to

make the assumption that they're basing a judgment purely because this
is a historical Black college or university. If they have no knowledge of it,

then it's not valid. And that's something I guess we've always had, as a
group of people, have always had to deal with" (Crawford, Appendix B8).

Black colleges and universities were the only places, at one point,
that an African American could receive a higher degree. Now that there

seems to be a plethora of options for black students, there are questions

that linger about the quality of science offered at these institutions. In
spite of these questions and options, HBCUs continue to produce high

quality students and qualified scientists.

Racial Discrimination
Over and over again, many of the respondents stated that the
biggest obstacle they have personally faced in their professional career is

racial discrimination. This was only indirectly mentioned in the oral
history interviews. Because racism is a systematic problem, it is often
viewed as a part of life. However, racial discrimination in the work place

was viewed as intolerable by the survey respondents. One respondent
suggested that, "violators practicing racial discrimination while employed

as co-workers and supervisors in private, state and federal workplaces,
should be seriously prosecuted." Managers and supervisors are being held
accountable and are looked to for control of racial discrimination in the
work place. As one respondent noted "if supervisors are not accountable

for their actions, it makes retaining minorities tough."
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Ineffective Outreach
The lack of career information makes it impossible to counsel

students who might otherwise be interested. One respondent stated that
it is incumbent upon natural resource agencies to provide more public

outreach, targeting under represented groups and starting at the
elementary schools. Another warned, "if people do not become interested
or informed earlier on, the 'pipeline' will continue to supply only a few

drops." Marcus Jones suggested that recruiting efforts should begin in the
third grade. Ann Gibbons (1992) wrote, "minorities start to fall behind in

math and science by the fourth grade, and sometimes as early as the

second grade." The reasons are complex and the literature suggests that
these include teachers who have low expectations of minority students and

fail to teach them science if they have not mastered English. Many kids
are turned off by the unimaginative way that science is taught by teachers
who 'drill to kill,' teaching facts from a book (Gibbons, 1992). One

respondent suggested that she would like to see the school system teach
science as it relates to everyday life. One way that this could be done was

mentioned by Jordan during his interview.
You start telling them some stories. Say
agriculture...it depends on how you tell the story,
you've got to capture their imaginations first, because
there may be terms that you use that they may not
use, that they don't hear used in their homes, or they
don't read about, so you start out not by talking about
what you are, you start out talking about some of the
exciting things you do. For example, how many miles
do you think that an apple traveled before it got to
you? And they'll be sitting there and they'll start
thinking about that, and then you'd say 'you know that
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apple might have traveled six thousand miles, but it
was grown a hundred miles from you. It could have
traveled six thousand miles before it got to your table,
did you know that?' And they'll say, 'No, why?' And
then you start talking about what happens to food, and
what it goes through. And then you'll start talking
about, what they do to food when it travels, what
happens to it, and how they spray it, and all of that.
And what they spray it with, and what that can do.
Then you get them into, "Hnunm, that's a big field."
Then they start seeing all of the elements of that field.
In other words, you can work not only in this section,
you can work in the transportation part, you can work
in the inspection, you can be over here, and you can be
over here, there are many opportunities. That's how
you start recruiting (Jordan, Appendix B3).
According to Daniel Koshland, Jr. (1992) "Anyone who interviews a

graduate science student is struck by the fact that almost all of them had
decided to be scientist by the time they finished high school and that a
majority had indicated a preference for science as they finished
elementary school." There appears to be a contradiction here. If minority

students begin to fall behind in math and science in the second and fourth
grades because of "unimaginative science teachers" and "low

expectations," then to which elementary students is Koshland referring?

This is an example in which early intervention is needed. There is

a desperate cry for role models and mentors throughout the literature, the

oral history transcripts and the survey results. In order to expedite this
matter, professionals are encouraged to go into the classrooms to begin a

movement for non-traditional recruitment. According to one survey
respondent, professional minorities, in uniform, should go into the city and
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develop an Urban forestry program that could be incorporated into the
neighborhood watch and other civic programs. "It is time for everyone to
do their share to solve this problem. We can no longer wait for them to
solve our problems."

Recruiting and Retention
There is a common misconception that recruitment begins and ends

with the position description. "...recruitment is more than just informing
people about your organization or hiring them for the summer." When

recruiting it is important to be up front with the recruit, telling them the
truth about the hiring situation. "Because one dissatisfied student can
return to their community with his or her story and kill your program."
One respondent, who persevered through his internship experience wrote:
"When I was first introduced into my environmental
career, I was isolated from everyone else, taking in
mind, I was over two thousand miles away from home
and still attending school. I was given non-essential
jobs. I was always given seasonal jobs instead of
training for future career tasks. There were promises
that were not met that were previously given (i.e.
location of my work station). I had little job training
from my immediate supervisor. And last, there was no
one to introduce me to the area, I had to acclimate
myself for the summer."

There are a multitude of summer work experiences where students
felt as if they were dropped off "in the middle of nowhere." There is more

than one instance where professionals abandoned their careers not
because of their work environment but because of the remoteness of the
areas where they lived. According to one respondent, small town
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acceptance is a big issue. The work place will gradually adjust to a
minority person with just day to day contact, but the community at large

can still stand off and be opinionated. This creates tension and undue
stress for the employee.

Prior to recruiting more African American students and employees,

it is incumbent upon natural resource organization to insure that present
African American employees are fully integrated in the organization.

Disregarding this, may erode the organization's commitment to a diverse
work force.

Lack of Cultural Acceptance in the Workplace
According to Pytel (1993), people throughout the world are rejecting

this notion because it suggests that the characteristics of individuals are
destroyed so that more convenient ones can be substituted. She goes on to
say that women do not want to become men and at the same time African
Americans do not want to become European Americans.

"They see their culture, heritage and individual
characteristics as being valuable; they cherish their
difference. And they are no longer satisfied with just
being asked for their opinions about decisions that
affect their lives. At best, they want to be present
when these decisions are being made, Failing that,
they want to be presented by people with values like
their own" (Pytel, 1993).

One of the survey respondents stated that the attitudes of state,
federal and professional agencies should not require complete assimilation
on the part of minorities in order to succeed. Many of the survey

respondents felt that there is a need to have more minorities in the
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natural resource fields "because of their motivation and not because of the
need for integration or to disprove the systemic stereotypes." Work force

diversity needs to become a reality. "...making a work environment
acceptable to a diversity of cultures, makes the field of natural resources a
great place to work." According to one respondent, this could be done by

eliminating prejudice in all shades and forms. If this is done, the
employees would be recruiters on and off the job by showing enthusiasm
for their jobs.

Career Limitations
Once African Americans are hired into many positions there is the

feeling that promotions and upward mobility are slow and they are stuck

near the bottom of the career ladder for reasons not clearly understood.
Michael Grice stated that "we [African Americans] do not know the career

ladder going into many of these jobs" There have been instances where an
a person was told that he was not qualified for a promotion, with no
explanation offered to him. There seems to be a lack of good on the job

training. Many jobs are learned by doing and the learning curve is often
longer than the available time. In other words, a person does not have a
lot of time to learn their job before they are expected to be good at it.

Another irritant among the surveyed professionals is not being given the
opportunity to perform in an arena/discipline of their choice after
following the prescribed training and work experience guidelines
developed by the agency officials. Thus there is a great deal of concern

about promotion and upward mobility. There was a sentiment that "a lot
of Caucasians are promoted in place." Whereas most if not all, minorities

are told that in order to advance in the organization, they would have to
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move to another state. One respondent noted that the converse is true for
non-minorities. "Too often, [minority] people are told to transfer against
their will or demoted to non-professional positions in order to stay in

place. Some remain unhappy but remain with the organization in
'powerless positions" A recent Department of Labor study concluded that
majority males are promoted based on potential, while minorities and
women appear to be promoted only on performance (Brown and Duffy,
1992).

Qualifications Measured by Different Standards
The feeling of "being under a microscope" and being held to a higher

standard than many of their colleagues is a common thread among the
surveyed professionals. "My greatest barrier is that people automatically
assume things about me without knowing my background. My co-workers

automatically assume that I do not know anything about biology and I
wish that they would ask me if I knew something before they begin an
over simplified explanation. "

Another respondent discussed an academic barrier caused by the

higher expectations of an undergraduate instructor.
While taking a class at a predominately white
university, my friends and I were making high scores
on the tests being given. When the white students
found this out, they accused us of having the test prior
to the test administering. This caused the instructor to
re-make all of his tests. He also called us black students
aside to tell us of the allegations and to tell us that we
had to continue to make high scores on the new test. He
replied that if our scores dipped that he would have no
other choice but to believe the allegation. Needless to

68

say, this put undue pressure on us to perform. But, we
did maintain our high exam scores. We were penalized
on a major practical exam after we were not given
complete instructions/information. We understood the
written directions, but the unwritten or "assumed"
information was never discussed. How could we have
asked any questions if we did not know that there was
something to be asked. This mishap dropped our course
grade from an "A" to a "C". We passed the course
despite the unfairness.

Beyond Affirmative Action
According to Culotta (1992), from high school on, minority

students report that neither teachers nor classmates expect them to
do well in science. And, those expectations sink when affirmative

action enters the picture, at least according to some. One respondent

stated that one of the personal barriers he faces in his academic and
professional careers was the lack of acceptance by co-workers.

"Accept the fact that I sit across the table from you, not because of
affirmative action, but because I worked my 'butt off to get to where

I am today." Another respondent noted that her greatest barrier was
the fact that there are people who think that "I got my job solely on
the color of my skin," and she recognized that "when fellow

employees feel that way, a lot of resentment builds up ." She goes on
to say that she always feels uncomfortable whenever she is in a room

of her peers. "As time goes by, it gets better, but I still have a long
way to go." Another respondent coined the phrase "affirmative
baby" meaning that her co-workers accept her because they "have to"
according to the law. With these types of comments it would be
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sensible for one to ask, Have we truly made any advancements
towards affirmative action? If so, who really benefits?

"Being the Only One"
When a person is alone or isolated it is natural for them to seek out
others like themselves. The recommended recruiting tactic offered by
many African Americans is to "recruit in pairs" or, if this is not possible, to

make sure that the new recruit is made aware of other African Americans

in the workplace or in the community. Crawford stated that having
another African American at the same work station during his thesis
research in Oregon, changed his whole perspective, and his psychology of
how you live and how you perceive things.

"When you have somebody that you can sit down and
talk with, and not necessarily be concerned of how to
express yourself, but somebody who can readily
identify with some of the problems that you may have,
or who has had similar experience and can interpret
some actions by others based on historical
perspectives, you feel comfortable" (Crawford,
Appendix B8).

The obstacles faced as "being the only one" has created in many

professionals the will to succeed, granting them the opportunity to move
around most of these obstacles. Often times in order to be successful in a
career a fair amount of personal commitment and self confidence is

required. Many of the survey respondents offered testimonies of their
personal dedication to their career regardless of any of the perceived

barriers.
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I have faced no barriers or obstacles because I look at
my experiences as an African American forester as an
asset and a learning experience. I have worked in
small rural communities where I am one of a handful
of African Americans in the community or the only
African American in my office. I face my career as a
learning process. I can overcome anything because I
am someone who should be listened to and I have the
self confidence to overcome anything. I can live
anywhere and adapt to anything. People need to adapt
to me and to understand who I am--an African
American forester.
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V. SUMMARY AND RECOMMENDATIONS

Summary of the Study
This study was initiated out of concern about the

underrepresentation of African Americans in natural resource professions.
The major purpose of this study was to field test two independent methods
for gathering information on a single topic. Following a review of the

literature, 10 oral history interviews were conducted. Once the oral
history interviews were completed, transcribed and reviewed, a 25
question mail-out survey was designed for this study. After a pretest with

ten members of the Oregon State University's Fisheries cooperative

education unit, the revised survey was mailed to 80 natural resource
professionals throughout the United States. A total of 61 (76%) were

returned and used.
There were several important findings from this study. More than

one respondent suggested that the most difficult barrier that they face is a
hostile work environment. African Americans are faced with isolation,

racial discrimination in the workplace, less than full acceptance as
professionals, inadequate out reach and career awareness and limited
upward mobility (the glass ceiling). According to this study, these are the

main barriers to minority participation in the natural resource
professions. In order for this career field to attract the quality individuals

it desires, it must first present itself in a more attractive light.
The results of the survey and oral history interviews suggested that
the lack of minority role models is related to the lack of minorities

entering into the natural resource profession. It is certain that the natural
resource profession cannot afford to wait for enough minority role models
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to come along to "fix" the problem of their own underrepresentation. If this

were to happen, African Americans natural resource professionals would

continue to be under represented for another generation. In order to
prevent this "Catch 22" scenario of circular thinking non-African
Americans are being solicited, under the heading of "people who care," to

serve as mentors.

Recommendations
As a result of this study, the following suggestions for further

studies are made.
1. This study should be replicated using one of its of the
methodologies (oral history or survey) with a larger sample.

2. Additional oral histories should be conducted. Emphasis should
be placed on women and older professionals.

3. This study should serve as a springboard for other investigators
to examine the current status of other under represented groups
(i.e. Asian, Native and Hispanic Americans) in natural resource
professions.

4. Further research using the same methods presented in this
study, could examine and compare the relationships of
perceptions between the under represented minority groups
mentioned above.
5. This study should be repeated to determine the perceptions of
non-minority (this includes white women) natural resource
professionals and the findings should be compared to this study.
6. Question # 20 should be eliminated and a question more closely
related to specified career barriers, should be added. There were
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several respondents who seemed to "hurry through" the open
ended questions, using one or two word answers (i.e. racism,
discrimination, no role models).

Further Action
The oral history interview technique proved to be an effective and

beneficial method for soliciting information not found in the literature
review. However, it has its pitfalls: (1) it is a lengthy and time consuming
procedure, and (2) it is expensive. One way to save in this area is (if the

researcher is fortunate to have a transcription service) to have the

transcriber "save" the transcripts on computer discs and the researcher
could be responsible for auditing and editing the transcripts. Another way

is for the researcher to serve as the primary transcriber as well. A word of
caution, this endeavor cuts into valuable interviewing time. This is a clear
instance where "money saved is time lost."

Several survey respondents, in the additional comments section,

stated that there needs to be fewer studies and surveys to redefine the
problem and more actions and commitment to solving it. Further studies

should be undertaken so that the under represented professionals could
offer their solutions to the problem instead of researchers constantly
redefining it.
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ORAL HISTORY INTERVIEW GUIDE *

Demographics
1.Where are you originally from?
2. Where did you grow up?
3. Where were your parents from?
4. Where do you live now?
5. Are you married? do you have any children?

Educational Background
1. Where did you go to school (High school, Undergraduate, Graduate)
2. Types of degrees? (BS, MS, Ph.D.)
3. Major

Career status
1. What is your current career status?
2. Have you always known that you wanted to be employed in a
natural resource position?
3 If not, what did you consider doing before?
4. Have you always been employed in a natural resource position?
5. If not, what did you do before?
6. Why did you choose this career field?

Who (or what) was the most influential person (or event) in helping you in
your career decision?

Did you participate in any programs to help develop your interest in this
field? (i.e.. 4-H, boy/girl scouts, camping etc.)
What would you like to see happen in the future as far as African American
in natural resource professions are concerned?
Why do you think there is an under representation of African American in
this career field?
Recruiting and retaining ethnic minorities is a big problem in this field, could
you offer any solutions. What do you think is, or is not being done. And what
would you do to modify it.
How can we strengthen our recruiting efforts?
What do you see your role being in the "big picture" of it all?

*Note: These questions where asked by the interviewer throughout the
interviews, in no particular order. This was simply a guide used by the
interviewer. In many cases a question may have been rephrased or omitted
during an interview. This was not intentional done, however, the questions
were asked in a manner in which to assist in facilitation of each individual
interview.
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APPENDIX B1
INTERVIEW WITH
CEDRIC COONEY
DATE: FEBUARY 20, 1992
PLACE: CORVALLIS, OREGON
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Today is February 20, 1992, I'm here with Cedric Cooney. First I'm going to ask you,
what is your current job? What do you do?

I'm currently classified as a Fisheries Biologist with the Oregon Department of
Fish & Wildlife.

And how long have you been there?
Since May of 1990.

And what did you do before then?

Prior to that I was a Marine Biologist with the California Department of Fish &
Wildlife in Long Beach, California.
Okay, and before then?

Before then, I was a contract biologist working a the California Department of
Fish & Wildlife, but employed by the Pacific Marines Fisheries Commission. It
was a contract position that I held for 17 months. And prior to that I was a
student.
And where did you go to school?

I went to school at Long Beach State in Southern California.
Did they have a Co-op program there?

I don't recall one, no.
Okay. What did you major in when you were in school?
My major is Marine Biology and I got a Bachelor's of Science in Marine Biology.

Okay. What was your initial interest in Marine Biology? Were you interested in high
school? Was there a program in high school or (interrupted)
No, my interest was always self-motivated. When I was eight years old I won a
gold fish at a carnival and brought the gold fish home and within a week it died,
and I was frustrated and angry so I went to the library and started researching
how to take care of fish, and it just developed from there. And, possibly if I had
lived in the South I may be in, you know, aquaculture right now, I don't know,
but with the influence of the Pacific Ocean there in California it just kind of led
me to be a marine biologist. Up until college, when I actually learned what an
Oceanographer did, I always said that I was going to be an Oceanographer, but
when I discovered the difference between oceanography and marine biology I
discovered that I was just using the wrong terms. I always knew what I
wanted to do, I just wasn't using the right term.
So, did your parents have influence in this, or were they really encouraging because
you knew what you wanted to do?

Well, they were encouraging in the sense that no matter what I would have
chosen they would have encouraged me as long as it was a legal profession.
But, they never really understood, and they still, to this day, don't understand.
My father, in particular, was very fearful of my career, because the movie
"Jaws" affected him greatly. And, for him to see my scuba diving and things
like that, he just can t understand how in the world I could put my head under
water. So it confuses him. They don't really understand what I do. But, they
seem to be proud of me in the fact that I've, you know, accomplished something,
so...
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What do your friends or your peers think outside of your career when you were in
college and you told them you wanted to be a marine biologist, what was their initial
reaction?

Well, it was really kind of interesting, the Black students on campus gave me a
similar reaction to what my parents gave me, you know, "Why do you want to
go into something like that? Here you are, an intelligent Black man, why don't
you do something for the Black race, or do something that's going to pay you
more money," or something like that. Go out and be a success instead of doing
this. So that was much of the reaction that I got from the Black community on
campus. That was more from the people that were acquaintances. The people
who were my friends, that I went to high school with and things like that, they
understood where I was coming from, because they had lived with it all
through high school and they understood that even though I was choosing a
career that wasn't widespread in the Black community, they still understood
that I was still a person and I was involved in other things and that I wasn't
some weirdo out in left field. But the acquaintances, they more or less looked it
as a strange situation. The white students on campus, who I only had classes
with in terms of my major - there were no other Blacks in my classes - I never
really got a reaction from them in terms of me being Black. Some noticed of
course -and pointed it out to me, that I was the only one, and would ask me how
I felt about it, and things like that, but because they were going into a similar
field they never really looked at it as anything different.
Where did you live when you were growing up?

I was born in Watts, and I lived there -- Watts, California -- and I lived there
until I was ten years old, I think. It was the fifth grade when we moved away.
We moved to Gardina, which was, I think, maybe 20 miles away - 25 miles.
And lived in Gardina until I went and lived on campus in Long Beach.

I don't know a lot about California, so is Gardina still an urban area?

Gardina is still an urban area, it's part of Los Angeles County. As a matter of
fact, if I walked up to the end of my street, and then walked across that major
street, which was El Segunda, I would be in the City of Los Angeles.
Okay.

So, I was very close to the city. And Watts is just a community within the City
of Los Angeles.

Growing up in an urban area, did you find it difficult to find the activities that would
support you being a Marine Biologist?

Well, there were no activities unless I created them, and what I did was I had
aquariums when I was at home. That was the extent of it until and going to
the beach, and, you know, doing all of the things that kids do. I would bring
sand crabs home and try and keep them alive, and things like that. And, just
studying up on the marine environment and all the different living things that
were out there. And, I'd do some snorkeling on my own because none of my
friends would go under water. They'd go to the beach and play, but they
wouldn't go under water. So I'd do some snorkeling on my own, and go down
and look at some of the things that were under the water. There wasn't much,
of a beach in Los Angeles, there's not a lot of marine life. But, I, you know,
taught myself how to swim, and I just got out there and did it.
Do you have any brothers or sisters?

I have one older brother.

One older brother. And what type of like as far as once your family found out that
you were interested in the water, did you find that you were going to the water more?
What type of outdoor type activities did your family do?

That encouraged that part of it? Other than taking us to the beach, not much.
No camping?

Well, they took us to Marine Land and Sea World, but that wasn't because of=
interest, it was just because that was an amusement thing to do. But that
interested me, and influenced me, because later on I ended up working for
Marine Land for four years as a volunteer, so, it did serve to increase my
interest.
I'm trying to get the family's attitude. Well, basically, you said that your parents were
just real supportive.

Yeah.

And I think that that's an important key.
Well, they always wanted us to go to college, and so, from their perspective, no
matter what we did, as long as we went to college and got a degree they were
going to be happy. But... my parents divorced when I was about 12 years old,
and we lived with our father, and so he had the majority of the influence over
us. And, my father was a very sports oriented person. He played sports when
he was younger, and he's coached sports now for over 25 years. So he was very,
very sports oriented. And my brother was very athletic. So, I was pushed, in
many ways, to follow that mode, rather than something academic, or scientific.
And I did, I played sports when I was in junior high school, in high school,
and... but, when I got into high school when I became a senior in high school I just realized that, you know, sports football mainly - was my primary sport was not going to take me anywhere it was fun, but it was getting in the way.
So, I quit in my senior year, and I thought my father would be disappointed in
that, and it turned out he was disappointed, but at the same time he
understood. And he did not turn it into a negative and say, "I wish you hadn't
done that." He said, you know, "You made your own decision, I'm glad you
made it", you know, Good luck."

In college - let's go to that. Did you have a mentor when you were in college? Was there
someone that was a really strong supporter of you?
No.

Or did you just go through it yourself?

I just did it myself. I've never really been a person that would go to someone
and ask for help easily. So, for that reason I never was able to develop a
relationship with anybody that I can call a mentor.

Then do you think that there's a need for (interrupted)
Oh yeah, I wish I had somebody that I could relate to that I could go and talk to.
Again, I never really had a race problem, with the exception of one instructor,
but in terms of my field, I never really had a race problem with my professors
treating me differently because I was Black, or anything like that. If I'd chose
to get close to one of them, and choose one as my mentor, or develop that kind of
relationship, it wouldn't have been a problem, I don't think. There were a
couple of instructors that I felt closer to than others, and I felt like I had a more
person-to-person, or friendly relationship, rather than student-to-professor
relationship. But, no one that I would call a mentor, no.
Okay. So in the overall, big picture of it, how important do you feel mentors are to
encouraging students? Maybe someone may not have gone to a fair and got a gold fish.

83

Umm, I think a mentor is helpful, for some people, depending on their
personality. Again, if they're like me, and they're opinionated, bullheaded, you
know, whatever you want to call it - refuse to ask for help, that kind of thing then a mentor probably won't benefit them as much as someone who needs the
support and needs to ask questions and get them answered, and things like
that. I certainly think a mentor program would be beneficial to getting more
minorities involved in the sciences, strictly because I think exposure is one of
the big problems. And, a mentor program would allow students, and teachers
who know of these students, to connect. I mean, the junior high school and
high school teachers could act as go-betweens, between say a mentor that they
know about in their community and a student that has expressed interest in
their classroom. And they could make that introduction. So I do think that, if
nothing else, just to introduce someone to the field and show them that there
are other people that are doing this and you will not be looked at as a weird
person if you choose that that would help. I mean, that's the way I always
felt. A high school counselor told me, "You're a smart person, why don't you go
and be a doctor, or something like that?" You know, "Go out and really do
something. Why do you want to be a Marine Biologist, you're never going to get
a job doing it, anyway."
And that didn't even discourage you?
No - well, nothing was going to discourage me. When I got my head set on
what I wanted to do I either had to succeed, or prove to myself I couldn't
succeed. One or the two.
My concern is for the student who would have taken the advise of the counselor. So how
can we sidetrack that kind of thing?

Again, exposure to the counselor. My counselor had not ever met a Black
scientist. And, probably didn't know of any or didn't know any, personally. I
think that as part of a mentor program if minorities in the field are willing to go
to these schools and not just go in front of a classroom and talk, but go in front
of the teachers and talk, and introduce themselves to them and say, 'If you
know of any students that are interested in this, let me know, we have this
program going on where we'd like to introduce them to some of the options that
they may have." And, I'm not saying that a mentor should be one that's going
to try and persuade someone to do it, but if someone expresses the interest as
long as they have the interest - be there for them.
If you took a normal child, or a normal person, who could go either way, what do you
think it would take for either a mentor or an agency, or a person in the agency, to help
them make up their mind? las far as choosing a major or career is concerned]

I think ultimately it comes down to the desire of the person. If they truly desire
to do that, then just the mentor being there, and being able to answer their
questions and direct them. Because, if the person is truly interested, the
mentor won't have to come out and say it they're going to ask. So, you have
that part of it. I just think it comes down to the interest of the particular
student and individual.
Now, since you're in this field, are you an outdoorsy type person with your family, or do
you just do it, and when you're off of the job... what do you do for recreation?

Right now, work on my house. We do go camping. I fished a lot when I was in
college, but I haven't since I've started working in the field. Just diving, and
things like that, on the job, you just tend not to do that when you get away from
the job. But, I'd say most of our outdoor recreation would be camping and some
boating, if we have access to a boat we don't own one, so we either have to go
out with friends, or rent one, or something like that. So, that's out outdoor
recreation.
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When you look at the big picture of everything, how do you think you fit into that picture
as far as an ecological standpoint, as far as an environmental standpoint, how do you
think you fit into the picture?

Well, I'm probably not like most people in the sense that I never came into this
profession to change the world. A lot of my co-workers take their jobs very
personally, and if one salmon dies needlessly they go off the deep end. And I'm
not like that. I like the environment, I like to see nature flourish, but I do think
there are some tradeoffs that man has to make. And, I also believe that -- and
hopefully this isn't too controversial -- but I think that man is here, man is
going to utilize the resources that are here, just by nature, and scientists are
never going to stop that. All we can do is try and convince mankind that there
is a way to do it, and there is an amount that you have to stick to. As long as you
do that, the resources will always be here. If you overuse like anything else
it's going to be detrimental. And so, in the big picture of things, I'm not here to
change the world, I'm not here to create a band of conservationists that are
willing to do everything I say, and I didn't get into it to be a mentor or be a role
model, or anything like that. I just see myself as a person trying to do a job. I
have my beliefs. My department has it's beliefs. As long as my beliefs don't
collide with my department's in a major way, that is going to affect me morally
and ethically, then I can do my job.
Okay. Because you are an African-American fisheries biologist do you fall into
(interrupted)
I don't mind Black.
Okay. Do you feel that you fall into the role of being a role model.

Somewhat, yes.

Or, that you could be asked to be a mentor. What happens in that case?
Well, I would gladly do it, just because I know that even with my pigheadedness it would have helped me to be able to say to somebody, "Well, hey,
how do you go about selecting a university if you're going to go into the
sciences?" My high school counselors couldn't help me with that - unless you
were talking about Med School - then they could look in the book and read up the
best med schools. But if you say, "Well, what's the best Marine Biology
program?" "Well, we don't have that." You know, "Well, maybe you ought to
switch to med school." So, in that sense, I would be willing to do it, because just
answering simple questions like that, if no one's around that's capable of doing
it, then it causes major hardship for the person - for the student.

I think that you're absolutely right. And I think it's important for it's almost too bad
-- I don't know if I should say this, but when you are looked at as being the only Black
person to fill that role, do you think that it's up to the few Black people who are in this
position to take on that role?
I do. I think it's a definite responsibility that we have to at least expose what we
have discovered to other minorities, and other people of minorities. One of the
greatest things that we have is choice. But, if your choice is limited to what you
see in your community, you don't really have a choice -other people are making
that choice for you. When I was in elementary school, on career days and
even through junior high school - on career days we had the local fireman, the
local policeman, the local doctor (or if one of the kid's parent was a doctor), the
dentist, the nurse, you know, the basic, I don't know, the kind of careers that
your parents would tell you to do into. You didn't have the specialty people
coming in, the people who specialized in - you know, we didn't have an
entomologist come in, we didn't have a biologist come in, we didn't have an
astrologer come in, you know, most people don't have an astronaut come in, but
we didn't even have an astronaut come in. You know, all those things. So, the
unique careers that are out there, all the different things that were out there,
we didn't have. We didn't even have business people come in - for whatever
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reason, I don't know. But, we didn't even have that. So, the careers that we
were exposed to in elementary school were very limited. So, when you take that
on to junior high school, and that's when they start to ask you, "Well, what do
you want to do in life? What are you thinking about?" All you're exposed to are
the careers that you've seen. I knew what my parents did, and I knew of the
careers that I'd seen come into my school, and a few others that I discovered
along the way in - you could be a liquor store clerk - you know, that's who I
bought my candy from. I knew that was a job. You know, people say, "What do
you want to be in life?" "Oh, I want to be a liquor store clerk."
No, but that's real.
But it is real, that's how you figure out what you want to do, by what you're
exposed to. And so, if you're not exposed to all of the different things, or many
of the different things that are out there, by the time it comes to a point where
you need to make a choice, your choices are limited. So, I think for no other
reason we have to take on that responsibility, just to expose everyone, not just
minorities, but everyone to the options that are available. One of the
shortcomings that we have is that because my particular career is dominated
by the white male, they aren't willing to go into the schools in Watts - though
I'm sure most of the sciences are they aren't willing to go to a school in Watts
and say, "Hey, here's what I do." So, if I wasn't around to go to that school in
Watts, the kids in Watts still would not be exposed to that. Or East L.A., or
South Central, or wherever. I'm using those communities, because that's
where my base is.
Yeah.

Corvallis you can't really say that, because Corvallis does not have a big
minority population. But, in Portland, you know, take that for example, if, in
my agency, the majority of the people working in our Portland Headquarters
are white, and they aren't willing to go into the Black community, then the
Blacks in Portland still are not exposed to it, and they've got the Columbia River
right there. You know, the same thing for me down in Southern California,
I've got the whole Pacific Ocean right there, ten miles away from my house,
and there were kids who lived all around me that had never been to the beach.
Okay? And that existed all the way through the time that I graduated. Because
I went back and worked with kids and discovered ten, eleven, twelve years old
still had never been to the beach. So, exposure is the key, to me. And that's our
responsibility. We are responsible for being mentors. You know, being a
mentor to somebody is a big responsibility. And you've got to have the time to
spend, I mean, that's like taking on another child. Someone that you're willing
to raise up in the professional realm. So, I'm not saying that we all have a
responsibility to be a mentor, but I think we certainly have a responsibility to
expose what we do to other people.

Sometimes it's really hard to do that when you're on your job, because that's not part of
your job title, or part of your position description.

Right. Right.
But it's part of something that you feel a need to do, so how do you get your agency to
agree to let you do this when it's not part of your job title?

I think probably 100 percent of State and Federal agencies, and I mean you
could approach that at the city level, have an Affirmative Action Plan. And I
don't know of any agencies at this point that are at parity, or even approaching
parity in terms of minorities in their agencies at the professional ranks. When
I was at Fish & Game, they played a little game where they tried to count
clerical, and custodial, and whatever else class they could fit in there to try and
make it look like they had reached Affirmative Action parity. And, I just used
that against them, I told the, "Well, that's all fine and good, it looks good on
paper, but what about in the professional ranks? Where are you?" And if you
expose that for what it is, and where it is, they can't argue. I mean, you have
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an Affirmative Action plan, your plan says you will promote the recruitment of
minorities, then one of the proven ways of doing that is exposing minorities to
your agency. You don't do that by sending a force of white males out into the
minority community and say, "Hey, come work with me." You do that by
sending all of the people that you have. If you have minorities, you send
minorities as well as whites. If you have women, you send women as well as
men. You send everything you've got out there. And so, I don't approach it
from the standpoint of saying, "You need to send me", I say, "You need to
develop this program within our agency, and I would volunteer to be in it."
As far as recommendations, what type of things do you think are feasible. Because
we're in an age now where someone would say, "Well, we just don't have the money to
do that." So what are some things that are feasible that an agency could do? In your
opinion?
That a government agency can do?

Or a city, state, government agency? And when you talk about recruiting and retaining
minorities.
First, set of a definitive Affirmative Action plan. And do that with the input of
not just people within your agency, but people from other agencies. And
include as part of that plan recruitment efforts such as: going out to colleges
during job fairs, and making it known that you are recruiting minorities.
Don't just go and say, "Hey, we have jobs, come and see us", put the word out to
the college campuses that yeah, you have jobs out, but we are specifically
looking for minorities to fill those positions, if they are available. But that's at
the college level. Because of the number of people that have already selected
their careers once they get into college, you need to go down to the high school,
and probably more important, to the junior high school level. Don't go in and
say, "We want you to grow up and be biologists we want you to come work for
us because you're a minority," go in and show them what you do. If you
monitor salmon populations in the Columbia River, go in, show them what
salmon look like, talk about migration patterns and life histories, and you
know, possibly, if they're high school, the economical importance of salmon,
and get them introduced that way. Don't walk in and start pounding into their
head that this is a career that they need to get into. That does two things: one,
it exposes them to the opportunity of a career in that field. Two, it opens their
eyes to the difficulties that you state agency is having, or your government
agency is having, and therefore when they become members of the voting public
they may be sympathetic to the problems that you're having, and not just, 'Oh,
this is just more government red tape, don't believe it, it's a bunch of bull." I
think we have to change people's opinions about government, in general, as
well as put time and effort into recruiting, and I think that's a two-fold process.
You're accomplishing two tasks there. And, you know, allow every employee
that wants to do it one day a month, or six days a year, whatever limit you want
to put on it, and six days, or however many it is not going to ruin a project. But,
spending six days, that means you're hitting six different schools, if you've got
ten people that can do it you hit sixty schools.

That's real.
That's very real. And then when you multiply that by the number of students
per class, you're influencing, or at least introducing that to a lot of people. And
kids talk. You know, you don't have to go to every class. Kids will say, "Hey, we
had this biologist come in and he showed us this, and this, and this. You
know, "Well, what do you say this weekend we run over to Bonneville Dam and
check out the salmon running up?" And then they get their parents involved,
and things like that. So, I think that's real important. I also think introducing
minorities to what is in their community, other than say the typical things that
they are exposed to is important. Getting them out there - you know, I brought
up the example the kids that hadn't seen the ocean - getting them out to the
ocean. Getting kids in Portland to the Columbia River. Not just walking them
to the edge and saying, "Look, there it is," but get a boat and take them out
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there. Our agency has a small guide boat over in Newport, we could take six
kids out. Six isn't that many, but six is more than none, which is what we're
taking out now. Take them over to Hatfield Marine Science Center, and, you
know, I'm giving examples of things that are related to my background,
marine biology, and fisheries biology, but you can do that with forestry as well.
You know, getting kids to plant trees, but not plant them in their yard, but plant
them in the forest. You know, and showing them the other things that grow in
the forest. The big issue right now is riparian zones, and stream morphology,
and overwearing habitat, and all those sorts of things, get kids involved in that.
You know, there's a big program right now here in Oregon with the
Department of Fish & Wildlife - the Step Program - where they hatch out
salmon eggs and raise them to fry or smolts - usually fry - and then they release
them in the stream and they see how many come back. You know, the success
in that is arguable, but at least you're getting the kids out there, you're
introducing them to something. Hopefully their interests won't just be in
propagation. Hopefully some of the kids will go on to want to actually
understand the biology of it. But, if nothing else you're introducing them to it,
and I think that's real important. You know, replanting riparian zones.
When I say get a bunch of seedlings and have the kids plant trees don't just
take them out somewhere and say, "Hey, plant this tree", plant it here in a
riparian zone that's underseeded, or something like that, and let the trees grow
that way. You have two field trips - one when they're in the seventh grade, one
when they're in the ninth grade. You know, you go back and see how the tree
has grown - it may be two feet tall, it may be four feet tall, whatever, you know,
but they get to see development. Send somebody out every six months to take a
picture, or something like that. You know, show them that what they did was
important.
How important is hands-on for students?

I think it's very important.
Instead of just going into the classroom and telling them things about you and your job?
Oh yeah, whenever I go into a classroom to give a presentation I always have
what I call "touchy-feely" things that they can handle. Things that I'm not
going to be afraid they're going to break. Okay? It may be things, sometimes,
that they don't want to touch once I took a live octopus into a classroom. It got
everybody's attention. I brought the jawbones of a great white shark that I
could actually put my whole body through. That's the kind of stuff that, you
know... I got an argument from a guy at work saying, "Well, all you did was
scare them." I said, "No, because I went in and told them the truth about
sharks." I said, "Yes, my body can fit into this, but the majority of shark
attacks..." and I went on to explain about things like that. And they were
genuinely interested. You know, most of the kids had seen "Jaws" they
understood that people get attacked by sharks, but they didn't understand the
nature of it, and how rare it was, and things like that. So, just exposing them to
that. The shark mouth I didn't pass around, because, not so much I was afraid
of them breaking it, but I didn't want them cutting themselves on the teeth and they could have, so I didn't pass that around. But it was there for them to
look at. So, hands-on things are always very important, anything that you can
get the kids to touch, and to experience first-hand is great. And don't just go in
and talk about what you do, and you know, the opportunities for them. Try and
have some ideas of things that they can get involved in the community. Here in
Corvallis, at Crescent Valley and Corvallis High, each has a stream running
through the campus. I let junior high school kids know that when they get to
Crescent Valley there's an opportunity there where they can actually go out and
study the very stream that runs through their campus. When those kids get to
high school, they're going to go and ask their science teacher, "Hey, we heard
that we might be able to do this." You've got enough kids asking to do that, a
science teacher is going to say, "Hey, I've got kids that want to get involved
let's do this." And they do. So, again, just introducing the idea, not only of the
opportunities they have, fun things that they can touch and feel, but also what
they can do in the future the possibilities that are out there and in the pear

future. If you're talking to a junior high school class, don't get into the money
they're going to make, or not make, and things like that. At that point, it's not
really important. It is for some, they'll ask you, When am I going to get rich?"
Yeah, a fifth-grader asked me how much money I made.
You just be honest. And you tell them. You know, if you make 25 thousand,
"Hey, I make 25 thousand dollars a year." They don't have to understand that
in the real world that's not a whole lot of money. But, possibly to a fifth grader
they may say, "Wow", or if they're used to looking at Michael Jordan's salary
sheet they may say, "Ah, that's nothing." And those are the kinds of things
you're competing with. So, you don't see marine biologist's salaries posted on
the nightly news. We don't have salary arbitration. I don't know, I may be
generalizing a lot of things, just in saying, exposure, first-hand experience,
and future possibilities - those three categories I think are very important.

I'm concerned about the pool - when we look at where the students are coming from.
We can't go to Corvallis High and think that we're going to get our minority population
there.

That's right.
When we go into places like Northeast, Portland, where there's a real possibility,
children who may not have an idea of what they're going to do for a career, and all of a
sudden a really nice man comes in and talks about being a marine biologist. He may
follow you from now until he's 18, 25 years old, because you're a really nice man
coming in to talk.

Right. Right.
How -- for urban area students who don't have the type of exposure that we've been
talking about and their first introduction is from -- and I don't want to be stereotypical
-- a few white male rangers from the Forest Service, or biologists that who go into the
classrooms - but that's all that we have to go into the classrooms what type of training
do you think that they have to have before they can go into the... or do you think that
they need training to go into these classrooms?

Into minority classrooms?

Into Northeast, Portland, (interrupted)
I think they need training to go into any classrooms, myself. And I say that,
having never been trained to do that. I learned through experience, and
through watching other presenters, but... yeah, I think there's some specific
training that they need. They need to understand the difficulties that those
minority students may be going through. They can't walk into... I go back to
Watts, for example they can't walk into a classroom in Watts, or in East L.A.
and say, "Well, hey, Sea World is a great opportunity, why don't you have your
parents take you to..." Sea World is $15 a pop. For per person. Those kids can't
afford that. So you can't make recommendations like that, of things that are
unrealistic for them. You can't say, you know, "Hey, get your mother or father
to take you out on a guide fishing trip." Minimum $60 you know, per person!
You can't do that. You know, tell them, if there's a free fishing day - which
there is - tell them about that. You don't need a license, you don't, you know, if
you go to the right place, and hopefully you'll have the names and places they
can go, you can get gear for free, you can fish the whole day for free, there are
ponds in the community where they stock fish all of the time, you're almost
guaranteed to go and catch something. You know, go to the... if you can get to
the Marine Science Center, or ask your school to set up a field trip to the Marine
Science Center in Newport, and go in for free. They ask for donations - if you
want to donate something, fine. If you don't, go in for free and see the things
that they have. Ask for a tour of the State Forestry Department. You know,
they've got pictures, and plaques, and I'm sure, film strips and videos and
things that they can show you. Do things that are realistic. You've got to know
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who your environment is - who you're talking to. And that's with any
presentation you're going to give. Give your presentation based upon the level of
people you're talking to. So, if nothing else, just training in that just public
presentation.

Okay. Is there anything else that you want to add? Or, keep going?
Yeah, there's not enough people involved.
Not enough people? It's a long row to hoe, it really is.

Yeah. I'm not going to name any organizations, but I've been involved in
organizations not necessarily a member, but involved -- where they have no
interest at all in getting people interested in what they're doing. And, I'm not
just talking about minorities, I'm talking the general public. For the nonscientific groups that I'm talking about, they're not even interested in the
exposure aspect of it. They're interested in promoting whatever interests
originally got their group developed. They aren't showing any interests, thus
far, in broadening what they're trying to do. And, I'm not saying that's all
groups that I've been involved in or exposed to, but a good number of them. I
don't know that we need to continue to focus on trying to get the white male
involved in minority communities. For those that want to be involved, once they
find out something's going on, they will come forward and say, "Hey, let me get
in on this." You're not going to change people's opinions easily. And,
therefore, if you focus the majority of your attention on trying to change people
that are already where they want to be, you're not going to have a very high
success rate, in terms of your goals. I would encourage every minority that
works for a government agency to either be on some kind of Affirmative Action
council in their agency, try and start an Affirmative Action council in their
agency, or at minimum get to know the Affirmative Action Officer, personally.
To volunteer their services, if they have time. But don't do more than what
you're capable of doing, because if you do you're going to get burned out. You're
going to get frustrated. You're going to be upset that it's taking too much of
your time, and you're going to end up not doing a very good job. I can't think of
anything else that I really feel I have to say.
Do you think that a project like the one that I'm doing is beneficial?
I have a very limited knowledge of the Co-op.

Not the Co-op, but my thesis project.

Oh, oh yeah. Yeah, I'd love to interview a whole bunch of minorities and find
out why they got involved, and what they're doing right now. I'd love to. I'm
looking forward to reading your report.
I wish we could get people in a room that would be the ideal thing.

When I was at Fish & Game I was the only Black biologist, with the exception of
Mike Harris, and Mike and I would get together and talk about all these big
plans to have a great big symposium of every Black biologist we could get our
hands on to come to one central location and just get together and talk. I mean,
we'd have one keynote speaker, maybe, come in, and maybe a few other
speakers, if they're doing something important in their community that we all
need to know about. But most of it would just be a sit-down, get acquainted and,
"Hey, I do this, what do you do?" kind of sessions. You know, in business they
call it networking.

Uh huh. Is more of that needed? And, I don't have the feeling that you're not
comfortable where you are, you know, with the agency, working with the people you
work for, I don't have that feeling at all - but do you sometimes have a feeling of
isolation?
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Oh yeah. I have a definite need to get around people with like interests and
experiences and talk to them.
Uh huh.

I can talk to someone who grew up in Eastern Oregon, working on a ranch till
the time that they moved away, and talk about their growing up experiences,
but they don't relate to mine.
Uh huh.
And that's not to say that every Black person I run into is going to grow up in a
gang-infested neighborhood, like I did, or something like that. But, just
knowing that they have similar cultural beliefs and interests and
understandings that I do gives them, and myself, a different perspective than
what I can get at work. And I used that argument - and when I say "used", I
don't mean in the sense of abuse, or get away with something, I mean I had to
there was a Black Advocates and State Services Conference in
Njustify...
orthern California, and I requested to go as personal development training,
and the initial response I got was, "Well, you can get that kind of training here
in Oregon." And I told them, "Yeah, I can get that kind of training, but I won't
get that perspective of the training. And perspective is very important. And,
they didn't understand it.
Did you get to go?

I got to go. The reason why I got to go essentially what they did was, I
introduced it to my supervisor - he was supportive, he introduced it to his
supervisor he was supportive, but skeptical, due to financial constraints. So
they kept passing it up the line. Eventually it got to, I think he's our Regional
Director, of something, or the Head of Fish Division, and he said, "Let him go."
I don't know why. Speculation is ... for lack of a better word... no, it's not even
that. They didn't clearly understand my motivation for needing to go, but they
understood that I had a need to go. And based on that, they didn't let their lack
of understanding stand in the way of letting me go. And, it may partially have
to do with they didn't know what kind of ramifications were going to come about
if they didn't let me go. I don't know if they felt threatened. I never leveled any
threats, you know, "If I don't get to go there's going to be a racial discrimination suit," or anything like that. I never intended to. I understand financial
constraints in State government. But, to deny me the time to go strictly based on

the fact that I can get that training here was not true. And I argued that point
and was able to go based on that point. They paid for all of it.

How do we let students know things like, there's a possibility that "you may be the only
minority in your office"? How do we deal with...

It's very possible. Oh, you mean explaining that to them?
Do we explain that to them, or do we just let them get the shock treatment of finding it
out? Is that important? Is that important for them to know?
Boy, I'm not sure about that.
When did you find out?

That I was the only one?
No, that there was a possibility that you may be the only one.

Oh, I didn't find out until I got there.
Until you (interrupted)
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Until I got to college.
Oh, when you got to college.

Yeah.
Okay, so you didn't have any idea beforehand.
No.

What if you had known before.

It wouldn't have changed my mind. I can't say that it won't affect some. I
think if they're concerned about that, they'll ask. If they aren't concerned about
it because they don't know about it, they will ask when they find out. And,
again, just having somebody to talk to about that, and say, "Hey, you're not
alone - I was the only one, and I made it through. You can do it. You're going
to have to be strong, you're going to have to be independent, you're going to have
to hear, see, and experience a lot of things that you aren't going to like, and it's
going to be a tough road. But I'll tell you one thing, this is a non-minority
dominated society. No matter what career you choose, you're going to run into
similar road blocks." So, "you may have a few more people to talk to, but you're
still going to run into the same road blocks. There is discrimination
everywhere, so if you're going to experience discrimination, you're going to
experience it - whether you go into the sciences, or whether you go into
business, or whether you go into whatever."
Okay, I never did get a chance to ask you how old you are.

Twenty-nine.

Twenty-nine. And, I did get your position title.

Uh huh.
I want to be sure I have the things that I needed to ask you. One of the things that I
haven't asked you. Do you think that African-Americans have the same interests in the
environment as whites do?
No, definitely not. And, again, it goes back to exposure. You don't have very
many Black farmers, you don't have very many -- in the city, as I grew up, I
was exposed to camping because my parents took us to Yosemite every year,
and we camped. My friends didn't have that opportunity. Your experiences
when you grow up determine much of what you're interests are going to be
when you're older. If my parents had never taken me camping, or fishing, or
to the beach, or to Marine Land, or anything like that (interrupted)
To the fair.

To the fair - who knows where I'd be today. At that time I think I was saying I
wanted to be a fireman. So, that lets you know. And like I say, when I'm
determined to do something...I could have been Cedric Cooney the fireman.
If you didn't go to the fair and won that gold fish, then maybe Cedric Cooney the

fireman.

Yeah. Yeah.
What a strange twists of fate. That is just a wonderful thing, I mean, it could either be
some person that's influencing you, or one trip and a gold fish. This has been great,
Cedric. I really appreciate it. I just want to know if there is anything that you don't
feel like you said, and if you want to get back in touch with me, you can.
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Today is February 29 and I'm with Michael Grice, and we are in Portland, Oregon.
Okay, Michael, today I need to ask you just a few questions, like your age, and what do
you do?

Okay, Michael Grice, originally from Portland, Oregon. I completed my
undergraduate work at Cornell College in Mt. Vernon, Iowa, and did
additional undergraduate work at American University at Washington D.C. I
did my Masters at Reed College in 1971, and am a Doctoral Candidate at
Portland State University. My field is Education - I have served as an educator,

and as an administrator, and am currently working as a researcher in the
Public Information and Communications Department for the Portland Public
Schools. I've been involved in education for the last 22 years.

The reason that I chose to interview you, Michael, is because you are the President of
the World (interrupted)

World Arts Foundation, Inc. Which is a community organization which has
the purpose to promote and preserve African-American contributions to
American life and world culture. And with that, it has a 501C3 - that is a nonprofit, tax-exempt corporation. We serve as an umbrella for other
organizations, one of which is Urban Forestry Incorporated, which is a local
community development organization designed to create educational
opportunities and strategic planning and implementation of design models for
the inner city relative to natural resource use and economic development and
youth development.
And how long have you been doing this?

We started the planning for Urban Forestry Inc. in 1987 and incorporated in
1990.

And have you always known that you wanted to be involved with natural resources, or
is this just an aside...

No, my life work is to link the arts and education. I didn't really think much
about natural resource use, except that through being involved with Outward
Bound, Pacific Northwest Outward Bound School, which I serve as a board
member, I have had an increasing interest in bringing natural resource
concepts into the inner city. Primarily for beautification purposes, because the
main problem that I see in the inner city is blight. There are a lot of other
problems, and blight really is an outgrowth of economics and lack of economics
in a community. But, blight is something that I think we can cure, and I think
that it can make a difference. Where we have youth development programs,
like Self-Enhancement, even your 4-H programs that are part of Oregon State
University's Extension Service, and these programs typically help young
people, give them better sense of themselves, give them some skills, and can
contribute to their better well being. But, the community still looks the same.
So, I'm interested in having an impact where the community begins to look
different, and that different look is a result of young peoples work, and that
work is a combination of physical work and academic study about natural
resource use, as well as applications of techniques, such as ornamental
horticulture, and landscaping, and design, and design architecture. Which,
then the work is done the community will look different, blighted areas will be
refurbished and renewed, and that the young people who have made the
investment in it will protect it and can claim it as part of their success. So that
their transformation, their healing, as it were, through programs like selfenhancement, or 4-H, or YMCA, or church-youth development programs,
instead of just helping the mind of the child we want to help the mind of the
child by transforming the environment that they live in.
So what types of children or students do you work with?

Well, youth who live in the community, primarily.
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Okay. Not necessarily African-American students? And when you say "the"
community...
Well, when I say "the community" - North-Northeast Portland.

Which is primarily...
This is where all the African-Americans live. When I say "all", I mean 90% of
the African-Americans in Portland live in North-Northeast.
Okay.

So, by focusing on that community, even though we're not exclusively working
with African-American children, by focusing on that community we will
certainly not miss working with African-American children. And you saw
evidence of that today, in the class. [the class that Michael is speaking of is the
Saturday Academy class)
Right.

So, we pick the children, based on interest, and introduce them to science and
technology, or mathematics and technology applications of same.

What would you like to see happen in the future as far as African-Americans are
concerned in regards to career opportunities, awareness and overall attitudes towards
natural resources?
Well, ideally I'd like to see people have a greater appreciation for natural
resources - at the family level. That is, a better understanding of how to
maintain your property so that it looks good. And that can come through
making tools available. A lot of people don't keep their property up because they
simply don't have the proper tools. I don't, for example, have a power edger - I
have a hand edger, a power edger would enable me to put an edge on my yard,
which even after I mow it would make it look better. Having a spreader, so that
the fertilizer that I put on there, and having a watering system so that -- if it's
grass that I want, for example, which I understand isn't environmentally the
most productive use of our natural resources, but in terms of aesthetics, it is.
Flowering plants and vegetation which is native to our environment here, so
that we're making the best use of our native vegetation. Knowledge, at the
family level, so that kids can know it, and their parents can know it, through
some kind of community resource center. And that community gardens could
emerge and be managed by people in the community. Not only community
gardens for food - which would be helpful but also community gardens for
flowers. So... some of that, of course, you have to have a nursery, and that's not
out of the question.
In regards to career opportunities, what would you like to see?

Well, I'd like to identify among all the natural resource and related industries,
what are the most productive, where are the highest paying jobs? Who holds
them? How did they get those jobs? What is it that African-Americans, or
people of color, or poor people would have to do to secure those jobs? Are they a

matter of education? Are they a matter of experience, or are they a matter of
connections? Or commitment by the organization to bring people into the
organization? So that we just simply have more opportunities for people to
access jobs that are good paying jobs, not just working in the industry. So, work
is one thing, the level of work is something else.
Do you think that there is a need for African-Americans to seek jobs in the natural
resources?
Yes, because it will diversify our economy. It also provides an opportunity for
the application of skills that they acquire through schools and colleges. And, it
also would give people an opportunity to seek African-Americans and other
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people of color in fields other than the traditional fields that we see them in, and
that we tend to associate them as being in, such as janitorial work, or school
teaching, or what have you.
Can you well you just kind of did but can you identify any possible stereotyping
problems concerning natural resources why is it typical of the African-Americans to...
and the reason why African-American students don't go into natural resource fields?

The number one reason that I think that they don't go into resource fields is
that they don't know that they exist. They don't know anything about it. For
example, and I don't know if you count this as a natural resource field, but the
grass seed industry - there's two elements about the grass seed industry, one it's location outside Northeast Portland, and two - the amount of land that you
have to have in order to have a grass seed crop. Nonetheless, we're the Grass
Seed Capitol of the World - the largest grass seed industry in the world, here
[indicating Northeast Portlandl. And, no one from the grass seed industry has
ever come to recruit, or impact the curriculum, or get anybody involved in it, in
my knowledge. Other areas, such as paper mills, Crown Zellerbach and Boise
Cascade and Weyerhaeuser, we simply don't know about the various jobs in
there. What we tend to, when we go to those industries, if we go there for a job,
we typically aren't prepared for jobs beyond entry-level jobs, and so if they give
you a job they give you a job as a janitor, or in some entry-level, or custodial
capacity. And yes, you're working for the company, and you're on their rolls
or you may be a receptionist but in terms of being a decision maker, or a
manager, or a policy setter with that organization, we don't know the career
ladder, we don't have advocates within those organizations to make sure that
you get opportunities, or you know, are made aware of opportunities as they
come open to you, and that contributes to stereotyping. Because people see
people working in janitorial jobs, and they think that's what we want to do. Or,
they see people working in janitorial jobs and make assumptions about what
we're capable of doing.
Decision making, and advocacy, and mentor types of positions--how do you feel about

African-American students needing African-American mentors? I've had people tell
me that it's not necessary for a Black student to have a Black mentor, how do you feel
about that?
It's not necessary to have a Black mentor. But you do have to understand -- the
mentor has to understand the life, and the times, and the dynamics of being
African-American. Whether they're African-American or not really isn't so
much an issue, because really advocacy is advocacy. Someone is going to make
sure that you get an opportunity, someone's going to help you follow up on
things, someone's going to explain the situation to you, and help you read the
landscape within an organization. Anybody can do that, if they will. So, you
know, just like teaching kids, what you need are caring individuals. People
who are willing to help you. And the things that mitigate that are people's own
insecurities about how their peers will understand their willingness to help
people of color. Because their peers aren't. And so, therefore, it's more rare, or
more uncommon for a white or a Caucasian, or a European-American to assist
and African-American with his career goals, than it would be for an AfricanAmerican to assist another African-American with his career goal. But a lot of
African-Americans are in a position, and they're not aren't assisting anybody,
either. But, they don't have a commitment. They also are under pressure not
to appear to be giving advantage to other people of color. The one advantage that
they do bring to that situation, when you do have an African-American mentor
is that they're likely to understand the situation of the mentee [student] a little
better. And therefore, you know, be more willing to help. Because they may
have come from similar circumstances. Whereas, a white who helps didn t
likely come from that kind circumstance and is helping through another lens,
it can be effective.

In keeping on the same lines with the type of situation that a person may come from,
can you relate the social climate, as it is now, in urban communities, to certain
environmental issues? Do you think that, just for example, here in the Northwest, we
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have the big controversy with the timber workers and the spotted owl, do you think that
the members of the African-American community are concerned with the
(interrupted)

Not at all. Not at all. They don't understand the spotted... they didn't know they
had a spotted owl. So, they certainly don't know the impact of oa a spotted
owl. And frankly, I don't either. And I studied the issues, and looked at it from
both sides. I think that the timber industry, and keeping people employed is far
more important than the spotted owl. However, I do understand the balance of
nature and that if you mess up one part you can eventually mess up other parts.
And so, therefore, you want to try to keep that balance. But I don't... you
know... at what price? But I don't think that the average resident in NorthNortheast Portland knows enough to care about whether the spotted owl is an
issue. Or, knows enough about economy to know about the way that the timber
industry helps their own economy locally, in terms of housing industry,
housing starts, you know, et cetera, et cetera. They want a job. And they want
a good job. And they're willing to go to school and to work for it. But not if
they're going to be discriminated against, then they're going to be discouraged.
And so, when you think about what's really needed, it's vehicles to encourage
African-Americans to be motivated to pursue careers, to work hard, and so
forth.
What would you suggest that some of those vehicles may be?
Industry and government locate, right visibly in the community. Or, to put
their logo, or their billboards, or their outreach program visibly in the
community. In establishing a presence in the community people will become
knowledgeable about the organization, become a little more knowledgeable
about the issues that the organization has to contend with. So that visibility is -it seems like a simple thing, but I think it's really critical. I think that's one of
the things that missing. You know, if the U.S. Forest Service were to establish
an outpost in Northeast Portland, where when they go to sign kids up for
employment that they had their big sign up, and say, "We've got 50 jobs here,
and we're going to take the first 50 applicants, and after that we're going to
leave our little brick kiosk here, with news about what's going on in the forest,
for people to take or leave", I think that establishing that presence -- most people
don't know there is a U.S. Forest Service, or that the Parks Department -- you
know, the National Park Service, or the U.S. Fish & Wildlife have any
connection, or any interest in them.

Do you think that that's a problem? Not appearing to be interested in their community?
Yes.

It causes a dis-interest in the agency?
I don't know if it causes a disinterest in the agency, it's the people within the
agency. You know, where they come from. They're interested in their
community wherever they come from. And if they came from Northeast
Portland they would have a better understanding, and be the ones within that
organization that would advocate for an outpost in North or Northeast Portland.
But, I don't know where they come from. And, they don't have much
connection to... we're segregated in our social environment. So, it's not surprising that they don't have much of a connection.
As far as education is concerned, what would you suggest?
Well right now there's a movement afoot under the rubric of what they call
Environmental Education. And because of the times we are in, as the general
population becoming increasingly aware of the role of environment plays - you
know, packaging and recycling and whatnot... I just heard an interesting
piece of data yesterday that now that we have an active recycling program in
place, the amount of tonnage of waste is down. And, there was a tax, or a
surcharge that was flowing into the community based on the amount of
tonnage of garbage that was going in. And because they have less garbage
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going in, there's less money available to the community. As a spin-off of a
recycling program, which of course is a positive step. You know, making better
use of recycling raw materials, and all that. But if you ask people, "Why do we
recycle?" I don t very much that they could relate it to energy.
So, have you heard anything about the program in Northeast Portland? Are people
responding to the program? [the recycling program]
Yeah they're responding to it. I'm responding to it because my garbage prices
went up about 20%... 50%.

If you don't recycle then...

I don't know if it had anything to do with whether I do, or whether I don't.
Garbage prices went up... at the same time that the recycling program came
in. So that's the way most of the people associate with it, you know. It costs
more.

And now it's a cost thing. And now recycling costs, and so now there's maybe another
negative thing about the environment.
Doing the right thing, yes. And another thing I was going to say, when you say
'environment', everybody tries to categorize, and so, now when you say
'environment', a lot of people think of the environmentalists as people who are
these radical environmentalists, creating havoc, taking jobs away from the
timber workers. Whereas, when we're talking about environmental education,
the question people would ask is, "Are you educating people to be
environmentalists, and therefore creating more of these radical types people, or
what?" Or they're saying, "If your going to have environmental education,
which side of the coin is it going to be on? Is it going to be on taking care of the
environment by managing the timber lands correctly?" Because harvesting is
a part of that's why forest fires aren't really a problem. Before we had forest
fire fighters there were natural forest fires, and nobody's going to fight them,
they eventually burned themselves out and then the land renewed itself, you
know, for thousands of years before we even got here. But the question about
environmental education is, "environmental education - well what type, and for
whom? You know, with what kind of outcome, what kind of people will we have
who've had environmental education?" That's why, you know, on the issue
that I'm on really is one of community development. Bettering our community
by having them become better acquainted with how they can make use of their
environment. That's the environmental education I'm talking about.

Is it important, when we're developing environmental education curriculums, is it
important to develop them specifically for the needs of each group, or do you just
develop one across the board, and then just implement it?
Well, if you want it to work it definitely has to be tailored to the needs of a group
in a community -- in a particular community or for a particular population, I

think. Or at least tailored to that group. In other words, you may have one
standard curriculum which has a set of benchmarks or criteria that make
people more environmentally aware of the kind of grass that they plant - that
needs less watering, or the kinds of shrubs which are native to this region of the
country, which are going to grow best in our natural climate, or whatever. But
in terms of community development, the needs of the Northeast are far different
than the needs of the Southwest [referring to Northeast and Southwest
Portland]. And so, the environmental education that we're going to be involved
in for urban forestry directly relates to cultural resource inventory, identifying
sites which would be the most appropriate sites for improvement, planning that
improvement, identifying which species of wildlife, and which species of
vegetation belong there, and inventorying that, preparing sites - then, doing
some planting and some managing, and clean-up, which usually comes to
people's minds first, is one of the last things that we do. You know, when they
say, "We want to get kids involved in environmental education," and lot of
people say, "All we have to know is that they can clean that up." But the kids
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don't want to clean up somebody else's mess, and we don't want that to be their
education. And not only that, but when we are doing these things - when we're
planting grasses and plants, and shrubs, and trees - when we're improving lots
from blight to mini parks, we also want to incorporate where mathematics
plays in this, what do geography and demography play in this, how do we use
resources, research techniques to accomplish our cultural resource inventory,
and which businesses are related to that. Which are the most profitable
businesses? And, where can we do any business here? Putting kids in business
attire, having them go interact with the business people who relate to the
various industries that supply the plants that supply the bricks that we would
be using to integrate architecture with the landscape. The landscape design
architects, so we're looking at the aesthetic qualities. The professionals and the
business people are the people that I want the kids, when they get through with
this to become.

Right.

So, we want to relate to: who are the architects, who are the lawyers, who are
the builders and contractors, who are the skilled craftsmen, the carpenters,
and the brick masons, and what is it that they do, and how do the people -maybe they work for a company. How do you get ownership of a company that
takes care of its own community? The people who pour concrete, and lay
sidewalks? We want that. I want the kids to do that. That's part of our built
environment. Not just our natural environment, but our built environment
makes up our whole environment. In other words, when it's all said and done,
I want our community to be more economically viable and environmentally
conscious, simultaneously.

Okay. That's where I was going with that. Okay, as far as environmental education is
concerned, there's an on-going thing here in Portland, or in Oregon, I suppose, and
it's Outdoor School. How do you think Outdoor Schools fits into the scheme of things for
African-American children?

For African-American children I think that it's like anything else - I don't
think that the experience for African-American children at Outdoor School is
any different from the experience of other kids at Outdoor School. So, in order to
make it meaningful for African-American children you would have to tie it to
the African-American community. And, as far as I can see, the Outdoor School
experience isn't really very neatly tied to the regular curriculum, but more
specifically to the experience or the community, that support AfricanAmerican students. But then, I don't have a great knowledge about the Outdoor
School. I do know that it's intended to acquaint students on a one-time basis,
once a year they try to get all the sixth graders out there, so therefore it can't
have much continuity with other things. Its like a course within a course. I
went out on an Outward Bound course, I spent a week on a river, and it wasn't
really connected to anything except my life experience, you know. The
willingness to take challenges, to go and do things that you wouldn't otherwise
do. And, you know, self-initiating. But the rest of the kids don't have a choice
about it, they're dragged out there, and they're made to do this, and they learn
some things about the outdoors that they wouldn't otherwise know, and so, it's
useful to them in that sense, as it adds to their pool of knowledge. How it relates
to, or is intended to help them relate into their regular experience, I don't
know. But, I don't think the experience is much different for an AfricanAmerican child than it is for any other child that goes to Outdoor School,
because they're in sixth grade level, and they're just there, you know, they do it.
In respect to education, what can education do to encourage African-American
students to go into Natural Resources? I'm really concerned about the lack of
representation.
Well, okay. The only thing that the public schools can do a couple of things.
One is pretty drastic, and that is to have an environmental requirement on their
graduation. So that they have to have that in order to complete it. Or, a school
could have that, which wouldn't be tied to graduation, but it could be a school
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requirements, or a school expectation. There is an extensive and growing
program of environmental awareness in education at Madison High School. A
friend of mine by the name of Sally Creason just called me, and she's got X
number of kids involved in natural resources explorations, and they're going
out to Smith-Ivy Lake and looking at the interface between wild land, wetlands,
and urban lands. And so, but that's an initiative ky an individual because of
her interest, and she's stirred up the interest in some young people and they're
doing some things. So those are things that the schools can do set up
expectations within a school, or requirements for graduation. But, there's no
African-Americans students that she's involved with in that program, because
she, being a white female, is not going to attract them, necessarily, unless she
had a personal relationship with one that's convincing. What I find is and
this is why we structure Saturday Academy the way that we do once you create
a critical mass of African-American students, where we have ten AfricanAmerican students, we could add two or three Hispanic, or white students to
that group, and the momentum of the class would not be lost. It turns out that
it's an all African-American class with all African-American teachers in an
environment that's totally integrated, so it's an artificial set-up. But it's set up
like that so that we have total control culturally and we can use whatever
language we find suitable for the situation, and to create a level of comfort for
the students, yet high level of expectations. I mean, we're teaching them some
pretty sophisticated stuff. They don't know it, because we tell them that this is
the easy stuff. You know, but learning to program Pascal is no small thing,
and they're not teaching that to kids in school. So, I guess what I'm saying is
that the schools can do one thing, but the other part of it is that youth
development organizations, particularly traditional youth development
organizations, like YMCA and the Boy Scouts of America, and the Explorer
Posts have to one recruit, and support and sustain African-American men and
women, and two go and recruit and execute environmental education or
natural resource use programs. That they recruit the students and that they
have pods of teams, just like we have Little League Baseball teams, or Pop
Warner Football teams, or community this, and community that, have those
people in those roles.
What do you think government agencies, or state and local agencies, what's their
responsibility?
To convene a think tank of African-Americans, to find out what's needed and
how it can be carried out, and then to provide some sustained support over a
period of time to do research. To find out whether what they're investing
actually works. Of course I think -- they're not obligated to just throw money
where we think money ought to be thrown, but to find out what actually can
work. But in so doing they will have invested significantly. And out of that
think tank can come programs like Urban Forest Rangers that is sponsored by
the U.S. Forest Service, or Fish & Wildlife, and put people like you, and me, and
Leroy, or Bob Zyback in charge of those programs, who know the kids and can
pull the kids, and you know, hold them, to carry out things that wg think need
to be done.

[Leroy Patton enters the conversation at this point his remarks will be indicated with
the initials LPI
During the interview we passed by a group of students outside, planting trees right
outside of a house here, lat this point Michael has parked the car and is outside talking
to the people working planting the trees! in a residential district right here in
Northeast Portland. There are five African-American students, they might be between
the ages of 6 and 10, maybe 6 and 11, and they're standing around watching the white
children plant their trees. And there's one little guy with a shovel in his hand - he's
not really doing a good job with the shovel, but the instructors aren't showing them
how to use the shovels. The instructors appear to be willing -- I don't know if there are
these people's homes and they're planting trees, or whatever.
[LP] No, these are not their homes.
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Okay, these aren't their, LeRoy says, but their all white -- all the instructors are white,
and they have the students helping them plant the trees. But the instructors are doing
more of the work than the students are. And I don't see them supervising the students
too well. But I think it's a well worth... it's an effort, and the students aren't digging,
they're sitting around.
Friends of Trees.

The name of the organization is Friends of Trees.
[LP] You know who that last gal you talked to was.
Sociana?

[LP] Yeah.

Lisa Sociana?
[LP] Yeah.

She used to run the Northeast Employment Opportunity Program.

[LP] Yeah, she's in Gresham now.
Oh, she works at a private industry council.

[LP] Yeah, in Gresham.
And she has bought a house and moved into the neighborhood.
[LP] Yes, I now that.
White folks are buying up the property, do you know what I'm saying?

And now they want to get their community...
Green, oh yeah.

Green. And because more and more white people are moving into the community, now
there's a thrust for urban renewal, where before when the community was most y
African-American that thrust wasn't there. Why do you think...
Because they set policies. They're moving in and they're setting the policy, so
they set the policy in their own interest. And of course, it's in the community
interest. This is why I when I was saying earlier, I was focusing on North,
Northeast community where the concentration of African-American families
live, then I don't have to say that I'm focusing on African-American kids,
which is unacceptable. But not only that, we get to select. If we say "city-wide"
then they're going to try to water it down. If we say we're going to help AfricanAmerican students, or African-American male - which everybody's focusing
problem, people have a problem with that because it's exclusive. Whereas if we
focus on a geographic area we know that we can get African-American
students.
[LP] That's what they did all along.

Uh huh.
They know who they're going to do it with, but they don't put that into the proposal.
Okay.

Going back for a minute. You've mentioned 'and with people like yourself referring to
me, how or better yet what would you suggest that we do to get more people "like me."
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Okay, number one is that have to get a critical mass. They have to get more
than one or two people. They have to get a bus load and provide support -- and
when I say support I mean financial support, counseling support, community
support in those communities like Corvallis where the people can go to school
and sustain themselves. And go through programs with a cadre of individuals
like yourself. That's number one. That's one thing that they have to do. The
other thing that they have to do is to provide, in the same way that they're
providing you, with jobs in the meantime. In the summertime, and year
round, so that people can help sustain themselves and get practical experience
and see what their possibilities for advancement in that field are. So that they
get practical, hands-on sense of or a feeling for the field. And then they have to
realize, also, that people who are willing to apply themselves as much as you're
willing to apply yourself... like you were saying to the kids earlier today [early
during the day before the interview I was asked to do a career-awareness type
presentation to Saturday Academy students] the world is going to be your
oyster. You're not going to have to stay in natural resource use, so when they
get through that's your choice to be in Fishes and Fish & Wildlife. You know,
you can go to Bonneville Power, you could step out and into private consulting,
or go into teaching. You know, teaching or administration. I mean, once you
get to a level where you're willing to work and know how to go to school and
succeed, then there's no guarantee that those persons are going to stay in that
particular field that they now invested in, unless they get some kind of
agreement in the beginning, or something like that, and I don't think they're
going to go that far. So, a critical mass, so that people have a support system in
order to go through, or get through the stuff.

I think that that's important, the word "support system". Do you think there's a lack of
support for minorities going into Natural Resources? Or maybe I'm just seeing it from
the wrong side.
No, there's definitely a lack of support.
[LP] One of the reason you've got a lack is you do not have people in those fields period. So if you've got one or two, that's not support, because you asked
that person to support or guide you, and since there's no other models the
person that you asked to support you has nobody they can fall back on if
they fall out because they don't have time to do something, it looks like

there's no support. We're talking about a less than 1/2 percent of
professionals in the field that are of color.

Could you introduce yourself?

[LP] I'm LeRoy Patton, Portland Public Schools.
Thank you.

You know, through Bureau of Indian Affairs, Fish & Wildlife. We went to
Vale, Colorado for the National Park Service 75th Anniversary, and I
discovered this buddy that was working that day at the Fish & Wildlife
Foundation. And the resources that are available ... not only through private
foundations, and things like that which those are available because we've got
better access to them, but the amount of money that goes into the U.S.
Department of Agriculture, you know, is amazing. And all we're looking for in
our program is what, about $150,000, LeRoy?
[LP] Right.

So all we're looking for is about $150,000 to start with.

[LP] But you see, people are not offering us money because they really feel like
they can do it themselves. And so they don't want to offer to another group,
especially an unknown group, a grant that they could probably fund
themselves. So one of the ways they get out of it is by saying, "Well, what
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kind of innovating things are you going to do?" Well, most of the things you
suggest are things they ye either tried, or don't think will work. Well, if
they're going to decide whether they're important, or whether they'll work
or not, they're not really asking you. They're asking you anything question
- "How can I keep you from being successful." "Tell me what you're going
to do."

Well, one of the things that is really different from say our goals, Urban
Forestry, Inc., and goals of organizations that so far that we've encountered
with Federal government, or Federal programs - U.S. Forest Service included is that their vision of getting people to come to work for them is different from
our vision of sustaining a community. They could care less about the
community. If they met their goal of getting 10 or 20 more African-American
employees in their ranks, then they've met their objective. Well, we aren't
interested in getting up 20 or 30 employees. That would be nice - that's a good
by-product, we'll help them do that, but our objective is to have a stable
community. And so, in order to do that we're not interested in a program that
gives kids summer jobs at $4.75 minimum wage per hour, we're interested in
having an educational program that will teach kids the kind of things that will
help them, no matter what field they go into. To give them mathematical
training, to teach them how to use
how to use database research,
etc., etc. Okay, so they haven't been as receptive to that kind of proposal as they
have been to proposals that simply have the kids pick up a shovel and put on a
vest and go do some lawn maintenance.
So do you think that discourages students - to do lawn maintenance, instead of doing a
real job that they can potentially find themselves doing as a career? Do you think we
need to get career-type jobs, something that they will, or could possibly do?
Yes.

Because lots of times students are discouraged when they have to dig a trench, or...

Well see, and this is where we banged into them last year, is we don't want
them to dig trenches. We wanted the students to go around in the community,
interview the oldest people, identify where the oldest trees were, put that stuff
on a map, make plans about how does this community compare to some other
communities. They don't want to pay the kids to do that, They only wanted to
pay the kids to put on a hard hat and have labor that they could take pictures of
and put in their magazine as "This is what we've got kids doing this summer."
And that's not what kids wanted to do.

And that's right. That's where some of the stereotypes come in as to why they don't
want to go into these careers, because "if I'm a forester then that means I'm going to
have to do manual labor." Which, there's nothing wrong about manual labor, but...
No, there's nothing wrong with manual labor, and in fact I want them to do
manual labor, too, because you have to learn how to work, but I don't want
them to do only manual labor. I want them to learn how to do business. You
see, while we're doing manual labor somebody is making bucks at the
stockbroker's table, in forest products. How do they get into those jobs.
Okay.

That's the job that I'm interested in them doing. Who's trading the forest
futures, and what kind of background to they have?
[LP] I think one of the problems is that the people in the agencies expect the

kids to go on to other things, but they're offering nothing for them to learn.
Having a shovel is no problem, but if it's not connected to anything then
you can't tell the kid, "Well maybe later on you can become a forester."
Because nobody's told him how, who, when, where, or what. So that's
just an empty statement that's made to keep him digging. And if he says,
'I don't want to go into Forestry" - all he knows about Forestry is that
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they've offered him a shovel, or a chain saw, or some physical labor, and
that's all he knows about the forest. We don't teach it in school. It's not a
common subject in middle or high school, so there's no way the student
can know anything about where is this going to lead me, or what
(interrupted)
Or, "How do I get from digging the trench to trading stock.
And if you map that out... and this is why LeRoy Patton really has taught us a
lot in this area in analyzing the support that we give young people. That it has
to be ongoing. Those kids that we had in class this morning - we've had them
since last summer, and it looks like we're going to keep on having them,
because they won't go away. You know, normally we have ten kids for ten
weeks, and that's in, we get another ten. This time they elected to come back.
Now next term we'll probably going to let them go with Malcolm Madison, [the
computer instructor at Saturday Academy] and have him teach all of them
Pascal and get another fresh ten so we can continue to get a new crop, and then
get that ten for the spring, and get them engaged in the summer, because I
think this grant is going to go through. And although it's going to be manual
labor, to a certain extent, you know, we're going to be the school supervisors
and it doesn't have to be all manual labor. A lot of its going to be following the
plan that Bob Zyback gave us, which is the Cultural Resource Inventory,
identifying who are the oldest people, where do they live, how many of them are
there, what is their story.

So the students have to have transferable skills, not just a "job."
[LP] Right.

Right.

And that's the important key here - transferable skills.
[LP] And they have to know it. You can't tell them that this math, or this
reading, or whatever they're doing, is going to have a meaning
somewhere else.
Right.

[LP] That's got to be plotted out, and shown, and discussed. You need their
view of it. Because they've already been inundated at home and other
places with what racism has done to our people, to our fields, to the things
you can do. So some of them don't think, even if you tell them, "Well you
could become a forestry, you could become a nurseryman, or a biologist",
they don't think that's possible sometimes from what they've heard.
From people who have been involved, and been discriminated against. So,
it's a bigger job than just offering opportunities and saying, "Well, when
you get through with this maybe you can do so and so." They need to know
how that's going to happen, and what is their responsibility. Well, part of
it's knowledge.

One way, although this program that we're going to do this summer is just
going to be a first step - ultimately we'll have six businesses but let's just start
with one a landscaping business - so that the students, while they're getting
practice in using the different tools, with a summer program like this, in the
Fall they will take the best kids, or the number that want to go on, and translate
those skills into a business where they prepare people's lawns for the winter,
where they then take care of getting contracts to do landscaping during the
winter. And mix that landscaping with landscaping design - brick work,
masonry, and concrete work, iron work, etc., and actually have a business.
They will study their competition - who is in business right now? What do they
do? Who makes the most profit, is it ChemLawn? Is it Seven Keys Nursery?
Who's doing the landscaping? Somebody's doing it, and doing a lot of it. How
are they doing it? How much equipment do they need? What kind of overhead to
they have? And if we can get that subsidized then we can afford to pay them
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good wages. We can start out ten and eight dollars an hour, and have them for
a scale, you know, up to ten, twelve dollars an hour. And with that kind of
wage, then we demand great work from them. But if you're only paying them
$4.75 an hour the kids say, "Hey, that just isn't very much", well, you're going
to get $4.75 worth. And that's one of the flaws in these summer programs, they
start out paying them minimum wage. They gave me a formula to calculate
the cost for paying wages, it was $4.75 an hour $6.50 for supervisors. So that's
how I had to calculate the costs for this proposal. But what I want to do is in a
program where Eg control the dollars, then we can say, "You're doing $6.00 an
hour work."
[LP] So we'll pay you $6.00 an hour.

So we pay you $6.00 an hour. And he, who likes to sit on a curb most of the day,
hey, we're going to pay him $4.00 an hour. So there's some incentive. Because
right now, you're getting 4.75, I'm getting $4.75, you're working your tail off,
I'm drinking Coca Cola every time you see me. I'm getting paid the same
money that you're getting paid, and I know it, and I'm not going to get fired,
because I'm doing the minimum. I'm doing all that you're asking me to do.
You can do more than I ask you to do, but I can't pay you more. There's no
incentive for you to do more than the minimum. And that's the business part of
it, there's no incentive built in to our schooling.

[LP] But more than that, I think you have to talk about, well why do we need to
work for money? Because what can you do with $4.75 an hour -you can't
do anything. If you wanted to emancipate yourself and get an apartment,
pay for your own clothes, or anything like that, you'd have to work an
awful long time, at $4.75 an hour, to be able to afford that. So the
incentive's already taken away by it being so low. You can't maintain
yourself at any level. So, that's a dis-incentive to me.
You'd have to work 15 hours a day, to get off the dependency roll. And for that
all you'd have to do is do the projections. Ask kids, you know, to work out their
expenses on the one hand, and then calculate their earnings. Not to mention
the taxes and so forth that they're going to have to pay, and add it up. And as I
say, do the math. And on a computer they can do projections throughout the
year. And they can see, you know, that it s not going to add up. And so then
what's the incentive? To have pocket change?
[LP] And pocket change, if you're going to buy anything but a Coke or a hot dog
is one thing, but you try to buy, right now, Nike shoes - the popular brands
are from $90 to $190 a pair. Now how long do you have to work for a pair of
Nike shoes, at $4.75 an hour? You compare that against, you're talking
about going to school - what are you going to study in school if you keep
spending all your time working at $4.75 an hour to get some shoes, shirts,
or something? So, it's really not cost effective nor is it reasonable to expect
kids to want to do that work, when even the accessories they want to wear
are way out of reason, because of cost.

The research that I want to do is looking at, let's find that people who have
decent incomes, and work backwards from there. See what do they do to get
there. Let's find the youngest people.... next year I'm invited to be a guest
speaker for The Young President's Club. These are people who are presidents
of corporations -- major corporations under the age of 25 years old. So, what we
want to find out from them is what do we do to be prepared to do this.

I think that can work with Natural Resources as well. We have to go back and find out
exactly what it took for people to get to where they are. Did it take incentives -- high
incentives for you to take this job? Did it take -- or was it an internship that got you to
take this job? Or was it someone who gave you support, because regardless of what type
of support - they were there for you.
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And, what is their educational level? Because I think what you're going to find
is when you go into the private sector there are a number of people who are
making good money who have not gone to college. And what you have to find
out is how did they manage that? And the hypothesis is that we'll find out is
that the family network is still in place, and that people have been extended
opportunities, whether or not that school really wasn't a factor, knowledge
really wasn't a factor - they learned it on the job, and then were advanced,
because they knew it. So once you know it, it doesn't matter what kind of degree
you've got.

So one of the things that students are getting is that you have to go to school to get into
this field. You won't be able to get this job unless you have the proper education. Are
you saying that this is not necessarily always the case.

Right. You have to have skill at the job, and you have to have interpersonal
skills. There are some ancillary skills that go along with it, that we
accumulate, being educated. How to relate to one another and how to solve
problems, how to make critical judgments.

That's the end of the interview with Michael Grice. And the additional voice that you
heard was LeRoy Patton.
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Today is March 26, and I am here with Charles Jordan, Superintendent of Portland,
Oregon Bureau of Parks and Recreation. Charles, in your opinion what do you feel has
to be done in order to rectify the under representation of African Americans in natural
resource careers?
The thing that has to be done -- and it's quite ironic that you would be my next
appointment, because my first appointment was a lady from El Paso, who was
white, was asking me the same thing, she just took a new job and she working
for the National Park Service. Number one - recruitment. There's some basic
things that we have overlooked in our recruiting efforts...well, not overlooked,
but we have ignored in our efforts to get the numbers - to get good statistics to
get results. We've overlooked some of the most critical parts of recruitment and
retention, and therefore a lot of agencies have made contacts... a lot of contact
with minority groups, and I've even gotten them into the organization, but they
did not stay, because they didn't take care of some of the basics. One is to
recognize those minority employees you currently have on staff.

Uh huh.

Understand that they face a lot of isolation. And don't just assume that because
they've been there five, ten, or fifteen years they're not under a lot of stress. To
be the only one, in staff meetings, to be the only one in your area, is rather
stressful, because you wonder, "do they really understand where I'm coming
from, and whatever I present to them I got to put in a language their
language, so they understand it."
Exactly.

And that's very stressful for us - very stressful. And so, don't ignore them,
because those will become your strongest ambassador and advocates. Because if
you ignore them and you go out and recruit other minorities, and they come to
the organization, the first people they're going to run to are those who've been
there for awhile, and they say, "How is this organization to work for?"

You're right.
And so you need to make sure that those who have been there are your strong
advocates. That you have at least recognized some of the challenges that they
face. This is something that we don't do. We just ignore that, we just assume
that once they're in we've got them. You know, it's like a marriage, once you're
married you don't work at it anymore. Okay? And so, number one, you've got
to do that. Number two, you've got to be realistic in your expectations. What
can you accomplish in the recruitment and retention of minorities?
Understand that unless you occupy some of the top level positions, maybe three
levels down, you're not going to have the highest paying job in the community,
or the state, or at the national level unless you're in management.
Understand that other positions may look more attractive, because of the salary,
but in terms of careers, if you want to get with an organization, and you want to
stay with an organization for years, then natural resources are some of the
better organizations, the National Park Service, the Forest Service. Once you
get in there it's a two edged sword, you can stay there for a long time, but the
other edge of the sword is that it appear to be a glass ceiling, because those
people don't leave. They retire in those positions, so you're not going to move up
as fast as you'd like. Understand that going in. So, what you have to do for
natural resources is whoever's recruiting must level with the people they're
recruiting and say, "Look, let me tell you something about the nature of this
organization and of the Natural Resources and Parks, people stay a long time.
They like it, there's a lot of job satisfaction there, and so most of those people
retire with the organization, so you're not going to move as fast as you may
want to move." Now, yes, there are exceptions. You can get into the right
organization at the right time and if you've got what it takes, you're going to
become noticed, and then people create positions for those champions. So if you
want to come in there you've got to be a champion if you really want to move up
fast.
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Right.

Be a champion. Know how to work the organization. Know how to get things
done. So those are things that you've got to do in the recruitment of minorities.
Understand that others will also be recruiting those minorities. So, the Natural
Resources are not the only ones out there trying to recruit and retain, and their
salary structure may be more attractive than Natural Resource's. So what
you've got to do is you've got to be sure that you level with the people you're
bringing in and you increase your chances of having a higher retention rate.
And that's going to be the most important thing of all is the retention rate. And
also carrying the message. Who carries the message? Who contacts the
historical colleges in the high schools? Who do you send out there? It's got to be
someone that's believable and someone that potential students... potential
employees will listen to. And, it depends on who goes out. It doesn't
necessarily have to be a person of color. It does help, in a lot of situations, for
them to see that this organization is serious about what they're talking about
and that they have people of color in the organization. It does help, but I'm not
going to go as far as to say that it's absolutely necessary, it really depends on the
message. All right?

Those are key points that you've nailed right on the head up front, and I appreciate
that. I think the key point that a lot of people have been suggesting is that you have to be
honest with people. If you recruit a student and you don't let them know that they're
going to a remote area, then that's not fair to them, and that's been a common thing to
happen. When you think about urban area the students...there are lots of myths
among them that go along with Natural Resource related careers. What are some
things that we can do to dispel some of the myths. For example when you think of being
a wildlife biologist you think of ... when I say that I am a wildlife biologist the first
thing that children want to know, or students want to know is do I hunt animals, or
am I out there on my knees after...whatever or do I actually get bitten sometimes.

Yeah.
Those types of things. Or, if you're in agriculture the first thing they think is you're a
farmer, and you can't be an agri-business person, or agri-economist. So what are
some ways that we can start dispelling some of those myths?
Well, you start telling them some stories. Say agriculture...it depends on how
you tell the story, you've got to capture their imaginations first, because there
maybe some terms that you use that they may not use, that they don't hear used
in their homes, or they don't read about, so you start out not by talking about
what you are, you start out talking about some of the exciting things you do. For
example, how many miles do you think that an apple traveled before it got to
you? And they'll be sitting there and they'll start thinking about that, and then
you'd say, "you know that apple might have traveled six thousand miles, but it
was grown a hundred miles from you. It could have traveled six thousand
miles before it got to your table, did you know that?" And they'll say, "No, why?"
And then you start talking about what happens to food, and what it goes
through. And then you'll start talking about, "Gee whiz, what if you had a
garden and you grew your own tomatoes, they wouldn't have to travel all them
miles." Or your own peppers, or your own lettuce. Do you realize, you know,
community gardens. You know, you start talking about sustainable
communities, and you talk about what they do to food when it travels, what
happens to it, and how they spray it, and all of that. And what they spray it
with, and what that can do. You know, then you get them into, "Hmmm, that's
a big field." Then they start seeing all of the elements of that field. In other
words, you can work not only in this section, you can work in the transportation
part, you can work in the inspection, you can be over here, and you can be over
here, there are many opportunities. That's how you start recruiting. That you
give them the big picture, before you really narrow it down and start talking
about the part. You talk about the whole.
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Yes, that's my philosophy. And that's how I learn. Maybe we need to look at how
different groups learn information, or take in information. Some groups take in parts,
and parts, and parts, and put them together to make the whole.

That's right.
And some groups take the whole, and then take it apart.

That's right.
They start on the big picture.
Well, because if they take the whole, then they can see opportunities you may
not even see. Or you may not even explain. If they're creative, they can say,
"Hey, once I get in that organization I'm going to create a position over there.
"So, you do that. Those are some of the myths for urban parks. It's not that
much of a challenge, because they see what they do. People of color, are urban
people, and they go to their urban parks, and they see what the people do, so
they know what they do. So it's a little easier to sell. So all we have to do is tell
them, "you know you were at the Community Center the other day, you liked
working with it? Ed. Well, that's the kind of thing I want you to do. And then,
what they don't understand is what j do. What goes on in the head office, and
that's where you really have to sit down and start talking about it. And I'll say,
"You know, every two weeks Ed gets a pay check, do you know where that check
comes from?" And then you start tracing that pay check. And someone had to
make that happen. And then I can start talking about what goes on up here.
Who processes the paper for Ed and makes sure he gets his pay check. You
know, and all of that. Where does Ed get his money to buy the equipment, the
lawn mower? Or to get the basketballs? Where does he get those'? He gets those
from City Council. How does he get it from Council? Someone has to put
together budget. Someone has to make an argument to make sure, you know,
that's how you do it. You just got to... there's no quick and dirty way.

I don't think so.
No, not if you really want them to last. Now there are some quick and dirty
ways if you just want to get the numbers up. "Hey, look, hey, this is a great job
for you, you ye got it, at least you're going to be making $30,000 a year, it's a
good job." Fine, they'll come in, but they're not going to stay.

That's what I'm looking for. I'm looking for ways to get them to stay. A lot of talk has
been going on that it has to be a personal thing, whoever's doing it, or whatever
agency's doing it, they have to have a personal interest in it, and not just an agency
initiative.

Right. Then your investment's got to be up front. And then once you make that
investment, so that they understand what they're getting into; so there aren't
that many surprises, then your investment's got to be in training and upward
mobility, to make sure that they know, their work, and that they can become
eligible for upward positions. So, training and development once they're in, but
the major investment is up front. It's really how you get out of that starting
block that's going to determine in a large measure how you finish.
A lot of agencies don't know how to get out of the...

I know. I know.
The starting block. That's what I think my job is trying to help them to get out of the
starting block.
Yeah. Well, they're getting a lot of pressure, though, from on high, above
them, to come up with the numbers. In other words, just get out of that
starting block, just get out there and run, and, you know, just get across that
finish line. And then they'll realize that, you know, they don't take the time
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there, they just want the numbers. Because they're getting pressure from on

top. What you've got to do is you've got to write out your program. You've got to
write out realistic expectations, outcomes. And you ve got to have efforts in
there. Effort is a good outcome. I'm going to contact five HBCUs and as a
result of that I expect to have inquiries from 25 students. That's an outcome.

Measure against that. I plan to visit these many job fairs. These are outcomes.
Be realistic in what you can accomplish, but you ye got to say that in terms of
impact, in terms of numbers, I want to be very honest with you, the numbers
are not going to be great initially. But year two, I expect the numbers to start to
increase, and from that point on, you know, every year I expect the numbers ...
and of course to increase. But then again, you've got to have an asterisk. This is
premised on the basis that the jobs are going to be open up here. See, you don't
work in isolation. You can do one hell of a job down here, but if positions aren't
open up here, or down here, and if they don't hire, it may appear as if you've
failed when you really didn't fail. You did your job, but the supervisor just
didn't hire them. They found some reason not to hire that Affirmative Action
recommendation. And they will do that. And so you've got to be sure that you
mention that so that their boss knows... all he's going to look at is the report.
We had ten minorities when she started, we only have eleven now, so she
hasn't done a very good job. They need to know that you have done a good job
here, but the supervisors just weren't hiring.
There was an instance where... 11 just watched this happen at a conference I went to
last weekl one agency -- I'll just say 'one agency' was not in a position to hire -- on the
spot, and the lady was here talking to this particular agency representative, and the
other agency in the booth next to them, this was at a career fair, said, "If you come over
here we could hire you today."

Uh huh. Uh huh.
Those types of enticement are what makes it happen. And then, she told her the clear
truth about what was happening. Being able to have the power to hire people on the
spot makes a big difference.

Uh huh. That's right.
Or being able to have a person or people support what you're doing. I think that, to
me, that that's very important.
Yeah.
To have support from not only your boss, but his boss.

That's right. You've got to have that. It's got to be an organizational support
system. But, in the final analysis, everything you're doing must, in some way,
move you toward institutional change. Because if it's not going to move you
towards institutional change, you still will fail, in the long run. Because, then
the commitment is centered on a persona, on a personality you are committed
to this. That's not going to work, because you've got to move on. And then
you've got to rely on the next person coming in, who may not be as committed.
You've want to bring about institutional change, so that the whole institution
supports the recruitment, and the retention of minority employees. That has to
be the ultimate.
Okay, let's shift gears and talk about you for just a little bit.

Hmmmm.
Just a little. It probably will make you a little more comfortable.

Right. Okay. Talking about me doesn't make me comfortable.
Well, I just wanted to know a little stuff
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Oh.

Yes, like, where were you born?
Texas.
And, where did you go to high school?

Palm Springs, California.
You were born in Texas and how long did you (interrupted)
And moved to California.
And how long did you live in California?

Uhhh, 20 years.
Would you consider Palm Springs your home?

I consider Portland home. Portland I would consider home now. Palm
Springs still has a very special place in my heart. Because I grew up there. It
has a very special place, more so than Texas. And I was born in Texas, but
Palm Springs is where I grew up, and it has a very special place. But Portland
is home for me.
Is it home because you live here now, or ... have you been here before?

I went to school in the Northwest. No, uhmm, I've been in Portland 21, 22
years. So I've lived here longer than I have any place.
Okay.

Any one place. But it's not the years that makes me call this home. This is
where I feel most comfortable. I mean, it's like being at your mother's house as
opposed to being at your father's great aunt's house. One, you feel more
comfortable, you can do more things there, you know. So, Portland is home for
me. But I grew up in Palm Springs and started at the Natural Resources there.
Oh, okay.

That's where I got my first job.
What was your first job?
My first professional job?

Okay, sure.

My first job was selling newspapers. Uh, my first professional job was a
recreation leader.
What did you do as a recreation leader?

Oh, everything. As a recreation leader you do everything. In a city like Palm
Springs you're in charge of the dance programs, you hire instructors, and you
go check on the Little League program, your responsible for the basketball
program, shows, I mean it's... you're in charge of the park system. But I did
that not because I was seeking the Natural Resource area, but it was the only
place I could get a job in my home town. I'm a sociology major. With a
philosophy minor. So, I wanted to get into social work, but I couldn't. I mean,
in Palm Springs, of course. The only thing I could get was a recreation leader,
and I had to really go through some hoops to get that. So, I just got in here by
accident.
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By accident?

But, I stayed in until I started moving up. But I started moving up within the
organization. I ended up in Palm Springs in the City Manager's office,
assistant to the City Manager. So I started out in recreation, but I ended up
assistant to the City Manager.
And the recreational leader, was that as part of the City?
Yes. But it was working under the Recreation Director.
Okay.

But, you know, if you're going to move up, sometimes you've got to move out. So,

I moved out, and then I came back, and then I came back in the City Manager's
office, and then I left that and went into something else in Portland. I didn't get
back into the Natural Resource areas ... let's see, '64, '62, '64... from 1960... I
didn't get back into Natural Resource area until 1980... 1981. I got out and
wasn't back in until 1981.
So, what happened in between?

Moving up, moving up you just got move out and move across. And I just kept
moving up and I... and when I came back in I came back in as a Commissioner
of Parks and Recreation.
You must have done a lot of moving (interrupted)
I did. A lot of it.

Was it strategic?

Not at the time. It's just, now, looking back it was very strategic. But it was not
planned. It was very strategic at the time, but I didn't know that. I was just
trying to move up and better myself.
Uh huh.

And in bettering myself I couldn't do that in the Natural Resource area, given
my skills. You know, once I got back in the Natural Resource area and looked
back on what I have gone through, and what I've been exposed to in my
experience, all of that now, law enforcement, social services, education,
research, all of that now is coming to bear upon my philosophy of the Natural
Resources. And so, that gives me a very unique perspective. And as the result
of that I am recognized nationally as one of the visionaries of Parks &
Recreation because I'm bringing all of that experience to bear upon what I'm
currently doing. And so, it proved to be very strategic. But that's the way God
moves in my life. I wasn't doing it, but God was moving me very strategically
through this. Knowing what He was bringing me to. And so, now that I'm
here, back into the Natural Resources, doors, I mean, there are just so many
doors that are open as a result that it's unbelievable. You wouldn't believe how
blessed I am. I mean really, I mean, there's just so many opportunities for me
out there now in the Natural Park system, the U.S. Forest Service I work with.
The young lady I was telling you about that just came in, she came from El
Paso. I get calls every... almost every... twice a month from somebody nationally asking me about the Natural Resources, or Parks, or something, because
I'm recognized nationally. And I mean with notable organizations. The
President of National Geographic, we meet every three months, we talk. OMB,
Office Management and Budget, you know, because of my philosophy of Parks
and Recreation.
Well, then - what's your philosophy?
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That we are more than just fun and games. Given the problems that society is
facing today with drug abuse, teenage pregnancy, dropout, hate crimes,
crimes, I have, through Parks & Recreation, I can impact all of those. So, we
are more than just fun and games. But see, we have been marketing the fun
and the games aspects of what we do, and not the self esteem building, not the
conflict resolution, not the social harmony. We have the crime prevention. We
haven't marketed those bi-products. I have developed those bi-products, and
now I'm marketing those, because those are the things society wants to focus
on now, not fun and games. And so, I can articulate to you how I'm better at
crime prevention than any police agency in the country. Now there better at
enforcing the law, but in terms of preventing the crime, I'm better than anyone,
because I have thousands of kids under my control every day. And if I wasn't
there, where do you think all those kids would go with those idle hands and
high energy level?
Uh huh.
Se while they're-With nie they're engaged in positive instructive activities. So
I'm preventing crimes by giving them an alternative, see? Police officers, by
driving around the streets, are not preventing crimes, you know that.
Yes.

If a person is bent on committing a crime they'll just wait until the police officer
drives by, right? So, you know, I have been able to develop theme in those areas:
self esteem, building conflict resolution, appreciation for education. So Fm
bringing all of my background and education and research, law enforcement
I've had five years as a police commissioner, and social services to bear upon
Parks & Recreation, and that's what's gaining the attention of people
nationally.
So, it's this idea of a multi-disciplinary type career, basically?

Oh, it's indispensable. I've never been unemployed. The days of the specialist,
unless you're really talking about ... the medical field that's understandable,
engineering, you know, that... but for us, for j you want to increase your
options. You can't specialize. But you've got to be good, you can't just
generalize and know a little bit about something, you've got to work hard at it.
And you increase your options. You know, like so many things, politics, law
enforcement, manager, education, research. You know, I wasn't trained in
school for all of those things. But, once you get them ... I increased my options.
So, at the moment - what will I be doing five years from now? I don't know, I'm
not worried, because there'll be opportunities. But had I been strictly Parks &
Recreation, and that's all I know, I got my degree in Parks & Recreation, and
that's all I've done, oh no. There's no way would those doors been open for me.
So what would you say if you were to encourage an 18 year old getting ready to go to
college for the first time, and they're set on pursuing a degree in Parks & Recreation or
Natural Resource Recreation, Forestry Resource Recreation?

Is that be sure for your elective don't take easy things. Get Personnel
Management, get some sociology, get some philosophy, because you've got to
have a philosophy of life, you've got to know who you are, and you've got to have
that. And you take those courses that's going to... and you deal with... and you
take some sociology, because, you know, if you can't deal with people you can
forget about it. Be sure that you are careful in selecting your electives, and
don't feel that that's a time that you can take it easy and get a good grade.
That's the advise I would give. And at the moment it may not make very much
sense to them, because they want to get out of school with that degree, but that
would help them considerably. But, there's no compensation for experience.
None whatsoever.
I'm interested in those 20 years between the time that you started and the time that you
ended up back in Portland.
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I was chasing the dreams. I mean, you don't know where the dream's going
to crop up. In other words, if you want... you look at salaries, okay, and you
want to better yourself, you always want to be bettering yourself, and at that
time salary was the criteria. You make more money. And so when I started
moving around I came to Portland as a Director of Model Cities, that was more
money from what I was making in Palm Springs, and then when I got here the
Mayor wanted me to come downtown to run a city bureau for him, so I came
down, that was more money. Then the Educational Laboratory called and said,
we want you to take over this," and that was more money. And then when the
position came open for the City as a City Commissioner - that was politics - that
was more money, but that was an opportunity.. So, mixed in there were more
dollars, but also opportunities to learn and to make a difference. See, that's
why you need that philosophy, which I had when I started was a philosophy of
life. You know, and so that helped me in my decision making. I have filters
that I use to make decisions, and that helped me. Philosophy helped me
develop those filters that I'll run what you're offering me through those filters
and see how it comes out. If it doesn't come out the bottom then that's not a
good decision for me.

So we have to also encourage students not to just jump at the money.

They have to have a value system. They have to have a value system. They have
to know what's important to them. And that has changed, because today it's
not all money.
Right.

It's not all money. It's are you going to have time to spend with yourself. Are
you going to have some time for leisure? To live the good life. You're not just
going to chase that almighty buck now and find out that you work yourself into
poor health, and when you're old enough to retire you can't enjoy life. I mean

the values are changing somewhat. But me, I was just chasing that dream
and to keep moving up the ladder. And I felt that once I got to a point the
feeling was that if you get to that point to where you're making $50,000 a year,
that you'll never drop below that, and you're only keep going up. And so, I
just... you know, we just had a whole different set of motivators, at that time.
But I wasn't committed to the Natural Resource area. Not committed at all, at
that time. But now, I'm very committed to the Natural Resource area. I love it.
I mean, there's just so many opportunities for people of color. Because we're §Q
absent in so many places. So many groups that I speak to now, unless it's
engineered, you will have very few people of color in that audience. And yet,
our prospectives are needed.
In your opinion why do you think we're so absent?
Well, number one is that they have never really recruited us. They never really
wanted us, in the first place, so they didn't affirmatively go out and bring us
into the organization.
And when you say "they" who do you mean?

Primarily, white males. Because you don't find too many females in key
positions. I mean, that's changing now, you're getting some females and... but
it was primarily white males, is white males, and it still is white male
dominated.
Uh huh.

But they didn't go out and aggressively bring in minorities, or women. And so,
the environmental movement is another story in itself.
Right.

We're conspicuously absent there, as well.
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But then there's the issue that because we were so active in the Civil Rights Movement
(interrupted)
We had other things to fight for, that we didn't have time to fight for saving the
world, we were trying to save the day.
Exactly.

And save our community and our family. And that's real. But now, well we
haven't discovered yet, but I do speak on it. I mean, they go together. I mean,
we can be a lot stronger if we would co-allies. The environmental movement
and the Civil Rights Movement - if they would come together they would be a
force to be reckoned with. And their goals are compatible. You can't save the
world unless you save the community.
Or save the day.

That's right. And you can't save the day unless you save the world. So...

It's all the same.

That's right.
Once you start focusing. But still, the community... the black community still has the
same struggles that they had 25 years ago.

Yes. That's right. Because we're trying to -- as we were talking about
recruitment, make the investment in the beginning, then we would move a lot
faster. Not you and I, but our kids. And that's what it's all about.

Uh huh. Uh huh.
Our kids will move a lot faster if we stopped and did an analysis of our system
and our strategies and then started doing it a different way we would move a lot
faster. If we stop and correlate with environmental groups, because they're
very compatible, we'd become a force to be reckoned with. They have resources
we don't have. They have technical resources we don't have, they have
financial resources, they have political resources. We need those. We don't
have all of those. But if we can bring those to bear we ... and what they need
from us are bodies. Presence at the rallies and to show. And if we can both
come together and share our gifts, you know, then we can have one another.
Then we would really solve a lot of those problems and we're fighting the
interference.
The social problems.

That's right.
Because we'd be more involved.

Social and environmental problems go together. You can't have one without
the other.
Lot of the "hard sciences," don't look at this issue in a social way.
No, they don't.

And that's unfortunate because you have people who can deal with environmental
issues, but they can't deal with people issues as they relate to the environmental issue.

That's right.
And it's the same thing, it's not just some much as the Civil Rights versus the
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environmental movement, it's the environment or the social issue, the whole social
issue, and the Natural Resource issue, or the person working in a Natural Resource
career or job, that they can't relate to what's going on in the environment. If you look
at maybe the biologist against the environmentalist - that's an issue that needs to be
reckoned at the same time because, I think it's a lack of communication or a lack of
understanding, of each person.

Yeah, I think so, it is a lack of understanding initially, and then the
communication doesn't help. But those are areas that we can get into, and we
can interpret those and show the ecology -- the connection between those
causes. And we also can... because you can't have ecology without equality.
That's my statement. And so you need to hear from people of color, because no
matter how much you go out and try to save the world, if people of color are not
onboard, they can be working against you. Because they can be polluting a lot
faster than you can clean up. And they can pollute a lot faster than you can
clean up. And so they need to know about the lead paint. You see, with them
it's a health problem. With environmental Froups it's an environmental
problem. It's the same problem, so why can t you come together and work
together to solve...
That's one problem.

That's right.
Or the toxic waste problem in black communities.

Toxic waste is another.
Would you consider yourself more self motivated? Did you have a mentor or a role
model?

No, I didn't have a mentor, but I had a lot of encouragement. I didn't have
mentors, I just had people who believed in me and who helped me along the
way. And there has to be some self motivation, of course. You know, no matter
how much people talk and encourage, unless there's something inside of you...
but, there's no self-made person in the world, I mean everybody... somebody's
helping somebody. I had a lot of people who really cared for me. And these
were not just people of color. And that's good. Just lots of people who cared.
And when you try to do what's good and what's right and decent people will
help you. And you see, if you're sincere people know it. You can t fool people
they know. And they would try to help you. And I just had a lot of good advice.
So our mentors, or if we have mentors or people who care, they don't necessarily have
to be of color, or a like group.

Oh no. No, no. You see, when you are struggling or when you're trying to
make it, you don't care how much they know, you want to know how much they
care. Okay.
I like that. Where did you do your undergraduate work?

Gonzaga University, Spokane, Washington. It was a Catholic University. It's
private. And the only reason I went there is because they cared -enough to send
someone to talk to my mother. That's the only reason I went there. I wouldn't
have gone to Gonzaga, I would have gone to a basketball school. And at
Gonzaga I played basketball there, but it wasn't one of the big ones. But,
because they cared enough I figured if they care that much they're going to care
about me as a person, not as a commodity. And by going there, it's just again
one of those strategic moves that God made for me. That's where I got the
philosophical education. And it paid off.
Did you do graduate work?

Not there. I went back and I did my graduate work at USC and Loma Linda

117

University. An education in Public Administration. But my most important
work really proved to be philosophy. Really, I mean it just ... that philosophy,
teaching you about life, and to ask why, and then pursue some of the reasons
for things. It just makes you think a lot, and that s what has really helped me,
just thinking about matters and looking at them from many different
dimensions is of the utmost importance.
Let me ask you, if you were to consider the big picture of natural resources, what would
you consider your part in that big picture?

I am a spokesperson. My patronage is speaking to the uninitiated -I love to
speak to the uninitiated people who really are not a part of either movement.
And mine is... that's my strong suit, is that I speak a lot. I speak ... I travel
many, many miles every year to speak to groups, and I can do it because I
believe in it. And I only speak on things that I believe in now. Of course, I had
to work my way up to that. And therefore my passion comes through, and my
sincerity comes through, and so I'm believable. People believe. And I try to deal
with things on a level that if you have a fifth grade education you can
understand what I'm saying. So I try to focus... really I focus mostly on a tenth
and twelfth grade education, because I figure if you're so smart you're going to
understand anyway. But I've got to try to get those people in there who may not
have gone on to college. So, I'm good at interpreting things in a language that
you can understand. And I try to go where you are. Recognize that we don't
use the same building blocks. I try to use your building blocks and try to start
building from there. So, that's my big... and I love people, of all colors. I
honestly do. I recognize my ethnic responsibility, and I will fight like hell for
my people, but I truly love people. I'll tell you, I really do. When I speak to
groups and when I talk to groups I try to get honest responses from them that I
could share with others. So mine is... I'm a peace maker, but I'm also an
interpreter, and I'm also a visionary. I can do some projections about the
future based on what's going on right now, where we re going to be and what
we need to do now. And I have intestinal fortitude to see the model out.
And that's important. What do you envision for minorities or people of color in the
future as far as Natural Resources?

Oh, I think that what you're going to see is you're going to see a major push
during the '90s to recruit and retain a number of minorities. And they're going
to be talking about retention a lot now, because we've called it to their attention.
And so you're going to see a lot of agencies cropping up around the country who
are minority-phased, who will be trying to recruit minorities and get them into
the Forest Service the BLM, the National Park Service. You're going to see a
massive effort in tie '90s. My fear is that they will not be bringing about the
institutional change that's so necessary. And then when these people move on,
then it'll level off and there won't be as much excitement in the work force 2000.
But, they'll be an organization, but they're going to have their glass ceiling.
Unless they really consider this to be their career and they're going to start
working at bettering themselves, and they further their education, and their
training. Once they get in they can't stop. Education doesn't stop. You learn
as much as you can about that organization, then you increase your options.
You see, I learned as much as I could about a lot of fields and increased my
options. But once you get into a large Natural Resources organization they are
large, very large, and they have many elements to them. Learn as much as you
can about all of those so that you increase your options. And then you start
stair-stepping your way to the top, and you try to get as close to the top as you
can, because then you normally have more tenure, and you have more security.
But that's what I see happening to the movement. And you're going to see
some minorities moving up within the organization. The important thing is for
them not to forget from whence they come, and not slam the door behind them.
But to make sure they are pioneers, and they've got to open the doors for others.
So some massive efforts will take place in the '90s, and there will be a lot of
opportunities for minorities to come into the movement. You're going to see a
slowdown right now, for a few years, because you've got a lot of military bases
closing down, and those are veterans, and they're going to be taking those jobs.
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They're going to be making lateral moves, so that's going to block entry-level
positions. And it's going to appear as if the Natural Resource land base
agencies aren't doing anything, but they're going to be working hard at trying.
A lot of them, not all of them. But, positions just aren't going to be there.

And that's in fact what's happening now. That they aren't in a position where they
can hire, and I have a feeling that a lot of agencies genuinely have an interest in
hiring.
Oh, they do. Yes.

Overall they're trying. I see them as trying to do something. But, you're right, the loss
of military jobs, or other federal jobs are causing that (interrupted)

That's right.
So it's causing the hiring that could be done to be slowed down.

Yes and we need to understand this so people don't get frustrated and say,
"Well, they're not serious about hiring us, anyway." They really were serious.
But those were variables beyond their control. And so we don't do enough
communication. I mean, leveling with people.
Uh huh.

And telling them the truth. And so that's where we have to do a lot.

I see. Let's see...shifting gears again.
All right go ahead.
In growing up, were you kind of "outdoorsy?"

Oh yes, I hunted and fished.
Did you always know that you wanted to do something related to Natural Resources?

No, oh I didn't really think about it.
What did you want to do when you grew up?

Teach. Only because... well, that's the only role model I had. I mean, see, I
grew up in a different era than you. The only role model I had was a teacher,
so that's what I wanted to be. No, I didn't know anything about Natural
Resources, I didn't even know anything about parks. So I had no... oh, no, that
was nowhere in my thoughts. I just loved the outdoors. I loved to hunt and I
loved to fish. But I developed a more broader appreciation of the outdoors since
I've grown up, though. The beauty of the outdoors and the complexity of it, and
the ecology of it all. So now I just... I like the outdoors, I just love the outdoors
now. Yeah, I just see so much beauty there.
Is your family now or were you an outdoorsy type of family?

Well, I used to take my kids fishing, of course. Yeah, I mean they didn't have a
choice. My daughter didn't want to go, but I couldn't leave her at home, so she
had to go fishing as well.
I understand that, because I didn't grow up outdoorsy at all, and like you, I grew up
wanting to teach, as well. So what's your doing now is teaching, as well.

That's right
Would you consider Palm Springs, where you grew up, urban or suburban?
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Oh, Palm Spring's very much urban, it's a desert. I mean, it was a smaller
town, Palm Springs is like a small Hollywood, but it's a resort. That's where
the movie stars would come when they'd leave Beverly Hills for the weekend,
they'd go to Palm Springs.
Okay.

And they have a home there because it's surrounded by mountains, it's in the
desert, and it's just a beautiful little town. But, opportunities were not there for
minorities, unless you were in the service industry maid, cooks, dishwasher,
busboys and gardeners, things like that. But no professional Blacks. There
were no professional Blacks in the whole city when I was growing up.
What did your parents do?

My mother was a domestic worker, and my father was a construction man,
worked on houses. And that's what I did, I worked in hotels, cleaning hotels,
making beds, and I did gardening. But that's what I did. And newspapers.
Did you have like a lot of strict discipline when you were growing up?
Uh uhh. No, I could do whatever I wanted to. But what I wanted to do was
within the law, and within acceptable levels of what my parents wanted me to.
I was not a difficult kid. My brother grew up in the same household, and took a
different path, though, and he ended up in prison drug abuse. And we grew
up in the same household, and you just never know. You never know. And I
don't know whether it was being a jock... I don't know what kept me on the
straight and narrow I really don't. I just need to give some thought to that
some time. Because we grew up in the same household.
Was it just you and your brother?

And my sister. And she took the straight and narrow, too. He's the only one
who ended up in trouble, and it could have been... well, no, he was running into
trouble before he went into the service. I don't know, I need to think about that
sometime. Why do we take different paths? But, I knew I was getting a high
other ways, you know, with the outdoors. Fishing was a high for me. Hunting
was a high for me. So, I don't know whether he engaged in that, I don't think
he did. I don't think Sunny did. So, I just found all kind of ways to get highs.
Now, maybe... you know, crack does something here, but that's not reality. But
I just like to think the outdoors had a lot to do with (interrupted)
So, do you think that that's what you're doing now? You're probably taking some of the
same experiences that you consider... that you had when you were younger, and you're
doing that now to encourage other students (interrupted)
Oh yeah. Well, heavens, had it not been for Boys Club and recreation centers, of
gosh... I don't know what I would have done in Palm Springs. I mean, I could
have gone a different way, but I had those. I never will forget the man at the
Boys Club. Frank. I can see his face so clearly. I never will forget him -- being
there, at the Boys Club, and caring. And Roy Calender at the Community
Center, I never will forget them, because they played such an important part in
my life. And my brother wasn't there then. And so, oh yes, through
recreation... gee, I wouldn't even have my college education if it wasn't for
sports. I mean, it opened up so many doors. Man, I wouldn't know about team
work if I wasn't a jock. I mean, it just opened up so many doors for you, it
teaches you so much, and that's why my philosophy or more than fun and
games... it wasn't just me going up there and playing basketball and working
up a sweat, I was learning a lot of things about team work and self esteem
building when I went. Conflict resolution. You don't resolve things by
resorting to physical violence. You know, I learned all this through sports.
And, of course, a good solid religious foundation. Rooted in the Bible, I must
say, is the key to it all. And I always stayed with the church. Always stayed
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with the church. I do not take credit for nothing I've accomplished. God made
those things happen. I couldn't have made those kinds of decisions. And so,
with that, I don't lose, I can't lose. I really can't lose in nothing I do.
And I think with that we'll end our interview. Thank you.
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Today is April 3, 1992, and I'm here with Marcus Jones, and we're at the MANRRS
[Minorities in Natural Resources and Related Sciences] Conference in Purdue,
Indiana. Marcus, I've explained to you about my studies and the types of questions
that I'm going to ask you first are very general. How old are you?
31.

Where did you go to undergraduate school?

Undergraduate school was Delaware Valley College of Agricultural Science,
Doylestown, Pennsylvania, just outside of Philadelphia.
Where did you go to high school?

Walter Biddle High School of Agricultural Science, and that's also in
Philadelphia.
Where did you grow up?

I grew up in Philadelphia.
What part?

Germantown area, which is kind of a sub-suburb of Philadelphia.
Okay, when you say "sub", would you consider it more urban, or...

It's more urban.
Where were your parents from?
My parents ... my mother grew up in the Bronx, New York, and my father was
from an area just outside of Houston, Texas.
And then where did you grow up? Did you grow up in Philadelphia, or...

I grew up in Philadelphia, I was born on the eastern shore of Maryland, but we
moved when I was about one years old and we moved to Philadelphia. I lived
there all my life.
Okay, could you describe the type of high school that you went to?

The high school was a vocational high school with a special program and
emphasis in the agriculture, where students were exposed to different
agricultural disciplines, covering the plant and animal sciences, economics,
and related areas each student having a choice of a particular area that they
wanted to focus on in the underclass experience. And then in the upper-class
experience, focusing on a particular area, and studying that area, exclusively.
What is your field now?

My field now is plant pathology and agronomy.

Did you always know that you wanted to do that, or... when was your first realization
that you wanted to go into plant pathology and agronomy?
My first realization of the field that I have now chosen came in high school.
With the exposure to the different learning experiences, focusing in on
horticulture in my junior and senior year of high school. Those formed the
basis for my career choice, of wanting to be in plant sciences.

So in high school was there a particular instructor, or just being in the classroom
situation, or the type of high school you were in?
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The experience was a practical, hands-on, very applied, not just classroom
instruction but actually hands-on doing, actually running a greenhouse,
actually doing landscaping work, these type of things. And, you know, the
instructors, also, as well, had a lot of input into encouraging me into going into
this field.
Okay, was there anyone in particular? How was your family's attitude toward you
choosing this field?

My mother was a principal person that encouraged me to go into this area. She
thought that this is where the employment opportunities would be, and she also
thought that this would be a good high school experience, because my brothers
went to the same high school. So, three of my brothers had gone before me...
none of them directly chose agriculture as a profession. One is a dietitian in
food science, so that s related but she wanted me to go into agriculture, and
that's how that worked out. So, my mother, basically was the principal person
encouraging me to do this.
Okay, what type of career did your mother and father have?

My mother was a social worker, and my father was a minister.
And so, other than your mother could you name another person who was influential?

I guess a high school teacher, the one that taught greenhouse horticulture, his
name was Ronald Attarian, was very influential in encouraging me in this
area.
What types of things did he do to encourage you?

Basically just reinforcing the ability that I had. We had a number of contests
for, you know, naming plant material, this type of thing. Dr. Attarian
encouraged me to do this, and to continue to do it. And then, just basically the
size of the school encourages... the student/ teacher ratio was such that you got
the personal, individualized attention.
Do you think that's important?

That's very important, yes.
How long have you been in the field that you're in now?
Ever since I left college, I guess probably about 11 years.

Okay. And now, you have a Bachelor's degree, and a (interrupted)

I have a Bachelor's degree in Horticulture, and a Master's degree in Plant
Pathology, and I'm about to begin a doctorate in Crop and Soil Science at
Michigan State University.
And, so immediately after high school did you go to college.
Yes.

And then you went to your graduate degree. Did you do anything in between?

I worked in plantscaping, which is interior maintenance of office facilities, and
malls and the like with plant material. I did that for about a year, and I worked
a few months with ChemLawn Corporation.
Okay. Did you have internship experience, or a co-op experience in the undergraduate
level or the graduate level?
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No. No, I did not. I just basically found employment and got my experience
that way.
Did you do any 4-H type activities when you were in high school, or elementary school?

I participated in Future Farmers of America, which is a student group for
aspiring agricultural students.
Can you remember when you were in middle school and elementary school, and you
said your mother would influence you, did she plan this from when you were five years
old, or did you just kind of do it when you got ready to go to high school?
Well, pretty much when I got ready to go to high school. I had an interest, you
know, to maintain a garden, but most of my interest in agriculture came after I
began the high school experience.

And, you had an interest to maintain a garden when you were little?
Oh, yeah, but you know, we grew up, you know, my other brothers grew up in a
rural area, so, the kind of house we lived in we could have a garden, so... yeah,
there was an interest there in gardening.
Well, that will take me to the next question. Was your family kind of an outdoorsy
family when you were growing up?

Pretty much, yeah. It was a very rural area of Eastern Shore, Maryland that
they lived in, so fishing, this type of thing... gardening, canning, it was very
rural, so yes, I'd have to say yes.
Are you, now, are you kind of outdoorsy? Do you have a garden?

Yes. Yes, I do.
And do you still continue your interest in that?

Yes, I do. Very much so.
And your family do you include your family in this?
Yes, very much.
What do you do now?

Right now I'm sort of in the interim. I'm teaching general biology, mainly for
income, just to hold a job until I do what I really want to do.
Okay. So, if you were to consider the big picture of natural resources, what would you
consider your role in natural resources? What do you want to contribute?
What do I want to contribute?
What do you consider your place is in the big picture of it all?

Basically the importance of agriculture in our society, which is being
undermined by the proliferation of farmers that are leaving the profession, the
negative perception of farming and agriculture, particular among minorities.
Which are?

Which are, particularly for African-Americans, that this is why it is
important, I believe, African-American's perceptions of agriculture, because it
is one of slavery, kicking dirt, cotton picking, this type of thing, has been
lampooned by the, African-American community. Although, many Southern
African-Americans, and other peoples, are very familiar with agriculture, to
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grow up and choose it as a profession is not something that is presented as very
palatable. Yet, there are agricultural scientists, there are economists, there
are educators - many areas - and I would like to see this perception changed
and enhanced to give a broader view, that these people are needed.
What would you do if you could change that perception?

Basically to start with younger people, and to provide them the opportunities,
such as internships, exposure, as I had at an early age, to, say, summer
programs. Like, the first summer that I was to go to high school they had an
orientation where you actually went out in the fields learned about crop
production. But not just practical hands-on agriculture, but science, genetics,
some of the more complex technology that is being conducted in agricultural
research today, to change some of these perceptions and get some of these
young people involved.
You're a biology teacher, what do you do with the misconception, especially among
African-Americans, that science is hard? Or biology is hard? How do you deal with
that in your classrooms?

Well basically, I try to teach students that to become proficient at something it is
possible to like it. And, find something in science that you like. To get over the
fear of something is to find something that you like, about that subject. And I
think that's just basic. I try to be very, very enthusiastic when I'm teaching
science, because I think many teachers or instructors, if they're teaching a
subject and they don't show enthusiasm for it, that communicates a message.
I'm very enthusiastic about agriculture, and I'm very enthusiastic about
science.
And so, that flows over into your students.
Yes.

Do you have many African-American students in your classrooms?

I have none, at this point in time.
Have you had any?

I've had five in the past, and maybe, I believe one of them actually was able to
pass my course.

Did that encourage them to continue, or did they just say, "I'm out of here."

Well, basically what happened there is, I teach non-science majors. So they
have to take the course. And, that's the most challenging thing about the
course is to get students that have to take something they don't want to take to
begin to participate and like the subject. In this case it did not work out very
well with the African-American students. Either they weren't able to overcome
their negative perceptions, or their work habits were not up to par, but, you
know, something went wrong.
I think that in a lot of the natural resource careers there are a lot of negative
perceptions, especially held by African-Americans. They're afraid that they're not
going to be paid enough money, or that they're going to get too dirty, or that it's hard.
That's an excellent point.
And, what can we do to encourage institutions to work harder to encourage more
minorities, who is it incumbent upon to dispel some of these myths? Is it incumbent
upon the instructor, or is it incumbent upon the recruiter, or is it incumbent upon the
agency at the top to say, "Look, we're going to hire", or "We're serious about our
initiatives?

126

I think that's where you begin. There are a number of universities that started
back in early 1980 with diversity, and it was not just a buzz word, but it was a
commitment. "We will diversify." 'We will find the best people and bring them
into our university." And you see exactly this in some key universities in the
United States. Beyond that, after that ball starts rolling, I think you have to look
at a proliferation of role models. Role models are extremely important. And
I'm just finding that there are role models out there networking at every level.
At this particular meeting that we're attending now, is an excellent opportunity
for students, freshman, sophomores in college to be encouraged, and to say, "I
can make it too." Other groups have role models, have examples before them,
and I think that if we create enough examples that then you'll have more
students attracted to the area - such as the sciences.
Another important point I'd like to discuss is role models.
Well, there are advantages, as well as, you know, it seems such a waste to have
these individuals and we're only exposed to them, you know, once a year.
However, I think that exposure goes a long way. I also think that students have
to prepare themselves to do what it takes. My mother had a phrase that if
you're going to live in the King's land you have to speak the King's English. A
lot of our students do not write well, they do not read well, and you can blame
the educational system, and you can blame the system they came up in, but the
bottom line, if you're oing to make yourself advantageous in society you have to
make yourself o
to society. You have to be better. And if that's the case,
then that's just the case. Many students have this perception that "I have to be
better", and I say, "That's right! Life is tough, you do have to be better!" And
you have to be diligent at it, and you have to be strong enough, and something
has to propel you - self motivation, something inside - has to propel you to make
it, regardless of what you see. Until we do get to the point where we have
regular role models, where we have Guy Bluford and other NASA astronauts
walking around on campuses where these kids can get exposed to them and
say, "I'm going to be an astronaut", until then we have to take the cream of the
crop, encourage them to work very hard, and, like you and I have both done,
you have to work up against the grain. And that's just the way it is, for right
now.

What do we say to the people when they say "okay, we don't have enough AfricanAmerican role models," how can non-African-Americans help? What can they do to
help this effort?

I think they can, number one, remove all ignorance. And that is, we grew up
having to study mainstream Western culture in history, and I think Western
Americans, non-African Americans in our mainstream society have to
acclimate themselves and familiarize themselves with material pertaining to
African-Americans and different kinds of cultures - educating themselves
outside of their own sphere of influence - just as we have had to do all of our
lives. That, to me, is the key. And just doing that, there's no room for
ignorance, and saying "Well, what can I do? I make a donation once in awhile
to the United Negro College Fund." But to educate themselves to issues that are
involving and affecting students, to help out with role models, to help out
providing these sources of information, and basically to encourage. The
teacher, the instructor in high school that encouraged me was white. He was
Armenian, and yet he encouraged me very much to go into this field and to
pursue whatever I had to do.
So, are you saying that we don't necessarily have to have African-Americans as our
role models?
That would be ideal!

That would be ideal, but..

But what are you going to do in the meantime? Are you going to say, "Let's
concede that there will be no Blacks in agriculture, because we don t have
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enough role models?"

Yeah, that's the biggest thing now. 'Well, because we don't have enough AfricanAmerican role models we don't have the students to look toward them for guidance."
Right.

Basically. What do you see happening in the future as far as minorities are concerned,
with regards to career opportunities and awareness in the natural resources?
I believe that groups such as this, congresses [MANRRSJ such as this will
proliferate. And I believe you'll see many more African-Americans, people of
color, people of diverse backgrounds, going into the natural sciences.

How important is natural resources, in your opinion, to African-Americans?
I believe it's very important. I believe it's paramount that we are involved in the
sciences, in life sciences, in management, wildlife management, and all of the
aspects of those things which affect our environment, African- Americans need
to be involved. One of the concerns I have is the -- as I mentioned earlier the
loss of Black land ownership, African-American owned farm land being lost at
an alarming rate. As a people we have no land, and that's a very, very
dangerous thing. And I think the more we discuss it, the more we get together,
the more we provide role models, then perhaps something can be done about
this very alarming problem.
The disassociation with the land, maybe because my grandfather had some land, and
he gave it to all the uncles, and they gave a little to me... and that's what's happened in
a lot of cases in the African-American families.

Right. Right.
Then they sell to corporations or bigger landowners?
Right.

Well, how can we get back to the land? Why do you think that we've gotten so far away
from the land, is it because "that's what my grand daddy did?" and...

It's mostly perception. If you're not familiar with it, if you don't have touch
with it, then it's not something that you can endear yourself to. And if there's a
chance to make a few dollars -- and it is a few dollars -- by selling it, then
sometimes, being in desperate striates, that's what will happen. That land will
be quickly lost. And normally, in most African-American lines of descent
there's multiple heirs, so it ends up being a very, very small portion. No one
can decide on what to do with their land.
I was reading an article not too long ago, while I was in South Carolina, farmers are
having a hard time getting small business loans, or loans to keep their farms going,
and... the information is not there for them to get a co-op together. Maybe they can
bond together to make the land work for them. What about the support? You know, you
hear all these things from the government, and you hear of all these agencies with all
these initiatives - they say they're doing this - what is your opinion about what they say
they're doing and what they're doing or what they are not doing?
Well, I really don't know what they are doing. I do know a lot about what they
lax they're doing. Basically, if African-Americans are going to hold onto their
land and change their perceptions it is up to those individuals themselves. No
one else can do it for them. Not the government, not the agencies, but the people
themselves. And it's difficult because it's a catch 22. Where are they going to
get the information, how are they going to learn, how are they going to learn to
take the initiative to do these things if there is nothing there to provide that
information? And again, you have to begin with role models. There are Black
farmers, there are successful Black farmers, there are successful Black
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agricultural producers, and there are successful ranch land owners. To get in
touch with some of these individuals to provide this kind of information - that's
the next step. I don't believe you can depend upon the government, or any
outside force to do something that needs to be done. Also keep in mind that, you
know, we talk about African-Americans, but it's a complex problem because we
are not a culture. We would like to think we are - we are a subculture. We are
a hydrogenous mix of many different backgrounds and cultures, we are not an
immigrant group that can identify with one point at Ellis Island. And so, you
have difficulties there. There's not necessarily the same common goals. And
so you have to work within those parameters, too, I think.
If you were to give three recommendations on what you would do to recruit, or to
increase the recruiting techniques and methods that people are using to recruit
African-Americans into Natural Resource-type careers, what would you do

Well one, I'd start very, very young. It would be expensive, it's going to take
some resources and commitment to sustain a goal of exposing students over
many periods of years where you may not have any payoff. They may not go into
the particular field, but to expose them at an early age, from, say, I don't know,
third grade on. And influx (interrupted)

Why third grade?

Well, it's just an arbitrary number. But, whatever, a young age, a very young
age to begin exposing them through summer camps, these types of experiences,
wildlife camps, all these different kind of things. And, giving them different
exposures over a number of years, and increasing that exposure until high
school when they're ready to go into specialized camps. There are Governor
schools in Pennsylvania where very rigorous college-level programs challenge
those students to go beyond their normal education. In other words, to make
agriculture, Natural Resources on the same scale as medicine. Very, very
challenging, although something will have to be done with the perception about
reward and compensation - what they're going to be making - that's a difficult
issue within itself. But to challenge and expose kids at an early age, that's
number one, I believe. Number two, to continue that effort through high school.
And then, number three, I would expect that, again, working on the role model
issue, by the time they get into college having sufficient role models where they
already have some proficiency from the early years and exposure to agriculture
and then getting them to focus upon a particular area.
Okay, is there anything that you'd like to add that I didn't ask, or that you'd like to say?

Oh, I think those are very well thought out questions, and I just think we
probably need to put into perspective where we've come from. A lot of times
when we're doing these studies a negative connotation comes out because of
what seems to be missing. Consider, above all things, that we have a very short
period of history, a fragmented, destroyed history in this country, and I think
we've done phenomenally well, and that is the last comment, I guess, would go
along with those things, is to reinforce self-esteem, all along the way. We are to
be a _very proud people although were not really a people - as I say, we're
subculture, but within that subculture, not knowing where we came from, or
origins, even, to focus upon the fact that among the subculture there has come
tremendous gains, tremendous accomplishments, and these are the things
that need to be reinforced. These are the things that need to be taught, and these
are the things that need to be re infused in the textbooks and among our own
opportunities of learning, which is the church - you get the church involved,
and other social, places where African-Americans tend to congregate, and to
reinforce self-esteem. It's done a tremendous amount, looking at those role
models in history, and what they overcame in such a short period of time I
think will also be very key.
Good. Thank you very much.
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Today is April 4, 1992 and I am with Loney Stewart. First I need to know, what's your
job title, and what do you do?
I'm a USDA Liaison Officer with the University of Maryland, Eastern Shore,
Princess Ann, Maryland.
Okay. And how long have you been doing that?

I'm in my third year now.
And what did you do before you did that?

I was a Realty Specialist with the Forest Service. Located in Phoenix, Arizona.
So what prompted you to go from being a realty specialist to a Liaison?

My wanting to help students, especially minorities, help themselves with their
careers, and also encourage them in their efforts to get in and learn about the
opportunities for employment and career options in the U.S. Department of
Agriculture.
Where did you do your undergraduate work?

Tennessee State University. I did graduate work at the University of Oklahoma
and Arizona State University.
And what were your fields?

Business, but with a specialty in real estate.

Okay. So now that you're the Liaison, what are some of the recruiting tactics that you
use at the University of Maryland?
Well, one of the things that I use, first of all, is to try to inform the students of
the opportunities that's available in agriculture. The biggest barrier that I find
when talking to minorities is that when you mix in the word 'agriculture' the
first thing they think about is chopping cotton, or corn, or picking tobacco, or
working with the chickens. And I have to let them know that they are many
professional careers and career opportunities available to them. So, that's the
first thing. And then next, I have to advise them that studying and preparing
themselves for these careers is not the easiest thing in the world because
there's a lot of science involved.

You're Right. So. where are you from. originally?
I'm from Clarksville, Tennessee. But, I've worked in several part of the
country.
Were you born in Clarksville, Tennessee?

Yes, out in the country from Clarksville, Tennessee.
Did you grow up on a farm?

I grew up on a farm, and one of the reasons I was wanting to make sure I got to
college was because of the hard work that I was involved in, and I wanted to
make sure that I had nothing to do with the farm once I grew up.
Oh, is that so? So, you got away from the farm, but now you're encouraging students to
deal with agriculture.
Right.

Is that easy to do? Knowing your background--being raised on a farm and everything?
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Well, I tell them the things that I did, and how I overcame some of the things
that I was involved in. And, to let them know that better opportunities exist
than when I came along. Because, most of the students that I talk to are from
urban settings, and not from rural backgrounds.
So what kind of problems do you encounter in recruiting urban students into
agriculture? If there are any problems.
Well, the main problem is they just have the total negative feeling towards
agriculture. And if they have a totally negative feeling they don't even listen.
And then further, once you mention agriculture, that s all they want to hear,
and they go on elsewhere.

So what do they think? What are some of the negatives things that they (interrupted)
Well they think that if you're in agriculture you're going to be out getting dirty,
chopping, you know, in the fields. Working with the chickens and driving
tractors, earning low wages, and living in substandard housing.
So have you persuaded them to think otherwise?

We have, right now, in our program, over 125 students, and all of them are
from urban backgrounds.
Well, how did you manage that?

Well, we'd go out and just tell them - we have films that just show them about
different programs in agriculture, and about different careers. And this is
exciting to them. I have two young ladies with me now at the this conference
[MANRRS: Minorities in Natural Resources and Related Sciences] that were in
Business, and I convinced them of the opportunities in Agriculture, and they
are now majoring in Agri-Business they changed their majors.

Wow. And do you have scholarships or internships in USDA (Interrupted)
We have summer internships that we involved them in. Stay-in-school
programs, and we involve the students in the Co-op program. We also have a
Research Apprenticeship program where - I direct that program, and I bring
in bright high school students, and have them working with our researchers on
various projects on campus, and I also take them to agriculture and
agriculturally related industries, during the summer, on field trips, so that
they can see some of the many diverse jobs that are available by studying in the
agricultural sciences.
So what are the things that you let them know up front, before you send them out on a
Co-op or an internship?

Well, the main the and the most important thing is when we send students out
in the field we really need to let them know the situations that they're going to
first of all, I tell them when they work with the USDA - that's the United States
Department of Agriculture the areas they're going to be working in are going
to be rural areas and small towns. And many times you're working in areas
where there are no large shopping centers around, and you don't have public
transportation. And sometimes this has really turned the students off, but I'd
like to tell them up front, "You're going to be using outhouses and worrying
about the scorpions and rattlesnakes," and so that they won't be expecting to
live in the Sheraton or Howard Johnson's, especially when working in Forest
Service recreation areas or at a national park.
Especially if it was an urban area I can only imagine that it's hard to let them know
what it's like, going from, perhaps, inner city Philadelphia to Nevada or Nebraska
somewhere.
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Right. Well one of the things that I show them -- I had a young lady, two years
ago, that I sent to California to work with the Forest Service, and I showed her
the requirements for the job, that she needed a physical, she needed to be in
good physical shape, because she would be working in a high climate, and a
high altitude, it would be rough work, you have to have layered clothing, you
have to have steel-toed boots, you were fighting fires, in some cases, and cleaning toilets, and I'd go through all of this with them to let them know exactly.
And, it's best to give them the information up front so that they don't go out
there expecting to work 9 to 5 and then go downtown to the movie at 7 o'clock.
Because, in many of these cases, when they work all day they're going to be so
tired that when it comes night they're going to fall asleep.

Exactly. Then, being truthful, and up-front and honest with them in the beginning is
very important.
That's always the best policy, because if you send a student out and they have a
bad experience, they don't go back and tell ten other students about that bad
experience. And many times we send them out and they have a good
experience, they may only tell two or three, but that bad experience will spread,
and that image will do more damage to the efforts that we have in recruitment
than if you tell them the truth up front and select a student that will enjoy that
type of environmental setting.

Is there anything else that maybe some ... if you had any recommendations about
recruiting that another agency could use, what would you suggest? Maybe an agency
who's having a hard time recruiting students into their program.

Well, I think that so many times an agency sends a person that is unfamiliar
with the needs and the wants of a student. And I think that if they tried to find
somebody that could really understand the students, really understand the
problems they endure, then they would be more effective. You know,
sometimes we become so set in our ways until we forget that there are other
people that are still suffering, and not accustomed to our way of life, and we
think that our way is the only way. But, if we try to find someone that's a peertype person to the student that we are trying to reach, I think we'd be more
effective.

Would you suggest sending maybe another student to a student, or...
Well, one of the things that I do, at the University of Maryland, when we have
an agency to pick up a student, I'll bring that student back on a career day, you
know, once that student becomes an employee, have him come back and then
talk to other students. And say, "Hey look, I was here last year with you." And
now I have one young lady that is a statistician, and she came back to campus
and say, "Look, I am now working with NASA I'm a statistician, and you
know, last year I was sitting here with you. But this year I'm out here talking
to you, telling you about the exciting work that I'm doing." She's been down to
Louisiana on a training session, she's been out in Nevada, on a training
session, she's got other training plans, she's planning on going to grad school
part-time with the USDA paying some of her course work. So, that's how to be
effective. And this young lady knew a lot of kids on campus, and so that's a real
important tool, there. Having someone that's staffed here, come back and help
talk to the students. And then, she can reach them, in their language, where
maybe I couldn't.
So, it goes beyond the Black /white issue it may be just a peer thing?

Right, right. In many cases it's not a Black/white issue. And, in some cases
it's important that you have another minority if you're trying to reach a
minority person, it's important that you have another minority person talk to
them, because some times in the minority community they will not be receptive
to a white person, or someone else, coming in, because they remember the
things that they've heard in the past, even though this may not be happening to
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them - that image is placed before them, and the barrier is not broken. So,
that's why peers are important.
I have to ask you, how old are you? [at this point the interview was coming to an abrupt
end because we were taping between session during the conference and the session
were closing and the halls were filling with people]
49.

And you grew up on a farm. And what did your parents (interrupted)
My father was a farmer, and a cabinet maker, and my mother was a cook and a
housekeeper.
Thank you.
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APPENDIX B6
INTERVIEW WITH
BILL VIDRINE

DATE: APRIL 4, 1992
PLACE: PURDUE, INDIANA

Today is April 4 and I am here with Bill Vidrine at the MANRRS (Minorities in
Agriculture, Natural Resources and Related Sciences) conference in Purdue Indiana.
Where are you from?
Delaware State College. And, I am the USDA Liaison Officer at there.
And what do you do in that capacity?
I do several things - probably the best way to describe it is to talk about three
primary functions.
Okay.

One is the recruit and interest high school and junior high school students into
agricultural and related sciences, so that they will consider studying
agriculture and natural resources. And, a second part of that is working with
the students at Delaware State College who are in agriculture and natural
resources related sciences, and other areas. Such as, Business, Accounting,
Computer Science, etc. To work with them to get into internships, co-op
education, work experiences with agencies and companies where they can
hone in on their talents, and their skills, to develop them farther in their major
field of study, and at the same time earn money. And, in addition, of course, to
recruit those students who have graduated and are ready to go into the job
market. Particularly for USDA agencies. But, we assist with placing them in
the private sector, also and other governmental agencies that deal with
natural resources.
And primarily, what type of students are you recruiting?
The type of students minority students. That's our prime focus--minority
students.
Okay.

The whole idea is that USDA wants to assist in getting more minorities into the
pipeline for agricultural and related careers.
And how long have you been doing this job?

It will be three years in about a month.
And how many successes have you had?

Well, how do you measure success? Whether it's numbers, or whatever. But, I
would say that it's very successful.
Okay. Maybe I should question it that way. Would you consider this successful?

Yes. Let me quantify.
Okay.

The number of students at Delaware State College majoring in agriculture and
natural resources has increased significantly since I've been there. Minority
students. And, in addition, the number of students going into internships and
cooperative education has probably increased several hundred percent in the
summer time. In the Department of Agriculture and Natural Resources, for
example, I placed 43 students in summer interns in 7 states with 10 different
USDA agencies last summer.

Just last summer?
Just last summer.
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You were busy! Since we are pressed for time and this is going to be a short
interview ,(estimate time of interview 15-20 minutes] so I'm just going to get straight to
the point. Where did you start before you had this position?

Oh, okay. I came to this position from the State of Alabama. When I say I'm a
USDA Liaison Officer, let me explain that.
Okay.

I am representing the USDA - the whole department - and the department,
many people don't know this, but the USDA has about 40 different agencies
within the department.

I didn't know that.
I happen to work for the Soil Conservation Service, that's my parent agency.
And, of course, for the past three years I don't work for Soil Conservation
Service, I work for the department, but I will return to Soil Conservation
Service if and when I leave that position as Liaison for the USDA.
Okay.

If you can follow what Fm saying.
Right.

And, the Soil Conservation Service - I've been with them about 25 years. And, I
began my career... I'm a native of Louisiana.
Which city?

My hometown is called Vilplat, Louisiana. That's in southwest Louisiana. I
have a B.S. degree from Southern University in Baton Rouge, Louisiana.
In what field?

In Agricultural Education. And, I have a Masters from Tuskegee University,
and I did some further studies at the University of Vermont - Soils.
What did you get your Masters in at Tuskegee?

Soils. And, I began my career with the Soil Conservation Service in the State of
Vermont. I worked in Vermont for about six and a half years, and went from
there to New Jersey, and worked there about three years. I went to Minnesota
and worked about six years, and then left there and went to Tuskegee as a
liaison for the Soil Conservation Service at Tuskegee. My agency, the Soil
Conservation Service, saw fit to place a liaison, and I applied for that position.
And I served there for about three years, and after that I went into the State
office of the Soil Conservation Service, in Alabama, which is in Auburn, which
is about 15 miles from Tuskegee 16 miles, to be exact, and I worked there for
about four years prior to coming to Delaware as Liaison Officer. So, my career
has been as a soil conservationist, and I've held several positions within the
agency as a soil conservationist, in those states that I mentioned to you. Which
means, I've moved around a lot. I mentioned that I've worked in four states.
Right.

Okay? Well, five states, now, with Delaware, but four states with the Soil
Conservation Service. And in those states I held different positions, and at
different locations. So, my family and I, we've moved around a lot.

You certainly have, haven't you?
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Within Vermont, for example, I was at three different locations, in Vermont.
They weren't great moves, because Vermont's a small state, but still, I was in
three different offices in Vermont. And in New Jersey, within a three year
period I was within two offices in New Jersey. But, they weren't great moves.
As a matter of fact, I was living at one location. Well, you don't need to know
this, but I served in two offices in New Jersey. And Minnesota was just one
location. And, Alabama was two locations, obviously, because I was at
Tuskegee and then at Auburn.
What was your initial point of interest in Soil Conservation? Did you always know that
you wanted to go into soils or agriculture?

Yes and no. Yes. I guess from the background that I came in. And I was
influenced by a Black vocational agricultural teacher, in high school. He had
an impact on my life. He was the type of guy - I admired him, and he was an
individual who was very confident in himself and seemed to have a lot of
knowledge about things, and it was impressionable to me. And, he, in a sense,
took me under his wings and I was involved in some projects. We had then -you've heard of FFA?

Yes, I have.

Future Farmers of America? See, I'm that much older than you - we have
"New" Farmers of America, then, which was the Black organization.
Oh, okay.

Now, everything is FFA. But, it was NFA then, New Farmers of America, and
I participated in public speaking and all those contests that the organization
and the local chapter had, and so forth, and he pushed me to do some of those
things. You know, as I was taking agriculture in high school, along with my
other curriculum. But I wasn't sure at that time that I wanted to go into
agriculture. I was brought up on a farm. I liked it - I always had a good feel
for it, but as a young man you think of many things you want to be. You know.
Such as?
Well, my goal was to be a pilot - first in the Air Force, then I said, "I want to be
a Marine, and I want to be a pilot in the Marine Corps." But, I decided ... well,
he helped me. He talked to me about college, and so forth and so on, and I was
going to go through OCS - join and see if I could qualify for Officer Candidate
School. Join the military, go to pilot school -that was my goal. But he influenced
me, and by the time I was starting my senior year in high school -well on my
way - he convinced me that I could go to college, and should go to college, and
made it possible for me to get some small scholarship with work study at
Southern University, which would take care of all of my college expenses with
part time jobs on campus, etc. So, the short of it is that I changed my mind and
put the military part on hold, and went on to college. And, during my senior
year in college I decided I was going to still try and fulfill the other part, and
went and took the Air Force Qualifying Test for Officer's Flying School. And, I
thought I had passed it I'd been told I'd passed it -and I think they changed
my scores on me.
Oh no!

Really! Anyway, that's another story. But anyway, I did not go into the
military, of course, unless I could go in for officer's training and pilot school.
So, that's the short of it, allright?

Okay. Uh huh.
But I did get drafted and went in the military. And, during those days you were
drafted, and I'd gotten deferred while in college, so I went on and did two years
in the Army, and went overseas, and went to Korea, and went to Military Police
School, and all of that. Oh, I forgot something. Between my... after my senior
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year I had an extra semester, which is what would have been my senior year, 138
because I was in Ag-Education but I took a lot of soil courses. And, but I had to
do student teaching, so I... this was back in the 60's, mind you... I went to
Yellowstone National Park and worked as a seasonal park ranger that
summer. Can you imagine that? A young Black fella from Louisiana?
In Yellowstone.
Yellowstone National Park.
What type of feeling was that?

It was... I guess I like challenges, you know, and it was different (interrupted)
How were you accepted in Yellowstone? In the 60's?

Umm, people were curious. People were curious. Even tourists were curious.
You know, they saw this guy in this Smokey Bear hat and uniform, and the
whole bit, you know. I worked with some folks who had a lot of questions, and
we talked about a lot of things, and I guess that was an eye opener for me and
for other ... that's when I began to realize how people really felt, even though I
was brought up in the South, with whites, and had to deal with a lot of overt
discrimination, and so forth. But there, people would say things - ask questions
that were sort of intimidating to me. You know, and use phrases that were
fighting words for me, you know. And, they would think nothing of it, but it's
something that they are used to using, you know. And, that's where I began to
really become aware that we've got some real problems, in this country, when
you're thinking of places like Montana and Wyoming where this is not the
South. And people have attitudes. In a lot of little ways people would, "You're a
Black person, you're not supposed to be here", you know.
Supposed to be here, as in Montana?
Right.

Or here as a soil conservationist?

As a... you know, "you're a college graduate and all that, but you're not typical,
so why are you here? You know, "All the park rangers are white." You know,
that kind of thing.
So do you think that they were saying "you're not supposed to be here because park

rangers aren't Black"?

Right. Right. And, in the first place, that's not your orientation.
What should you have been doing? In their opinion?
You should be working in some other thing not being a professional-type
person.

Okay. Do you think that is still apparent now, today?

I think so. And I think it probably appears to have gone away during the period
- the height of awareness, you know, with all the Civil Rights Movements, and
so forth and so on, with more Blacks coming into the mainstream, and a lot of
things. But, I think as -- such things as when the economy shifts and so forth,
I think the true feelings and attitudes of people begin to come out.
Right.
You know, because I see some of the same things that I experienced in the 60's,
and when I'm almost feeling comfortable in the 70's and early 80's that those
are not a problem anymore, I almost forgot - that those were problems I see
them coming back as they were back in the 60's.
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Okay, and just for me, and clarity for later - "problems", "those were problems", and
that type, what do you mean?
Attitudes about Blacks - about minorities.

In certain professions, or just period?
Period - you know, stereotypic attitudes, you know. Like, "you guys are getting
a free ride to go to college, by making all this money available to you", or "giving
you all opportunities." And, you know, "you're still not measuring up, you
don't appreciate it", you know, take all the negative things, such as, many
Blacks are still committing crimes, and they have opportunities to go to school,
you could give them an education and the whole bit and they don't take
advantage of it". You know, those kind of things come out.

And do you think that those "kinds of things" are affecting the students' attitudes now,
in the 90's?
Oh, definitely. Definitely.

For what you're doing now in your job, recruiting tactics, what are some of the
recruiting tactics that you're using now that you think are the most effective to get
minorities into Natural Resources?
Okay, I use a lot of illustrations of people. I tell true stories about people and
incidents. I talk about some of my childhood friends, who I grew up with, who
came up in families that were loose, where they didn't have discipline, where
they were not required to do certain things, such as study often, having
curfews, and work habits, and so forth. And, many of those have ended up and
are now in jail, a few of them are dead, because they were not disciplined. And,
I talk about that, not as blatant, and openly as I'm saying it to you, but I say it in
a way that's acceptable to them, you know. But, I compare some of the people I
grew up with, what they're doing, what they're earning, those who took a
different path, for example.

Uh huh.
And, who probably said to me, "Well, man, why do you want to go to school?,
you know, "waste your time, you're going to school, you're having to work to go
to school", and those kinds of things. I've got a good job, I've got a car, you

know, and then I illustrate that they may have started out earning enough
money to get into debt and make car payments, etc., but then over a period of
time their income did not increase significantly over where it was.
Right.

And, the kind of jobs that they had would sometimes play out, too. And then
they had nothing else to fall on that was secure, and so forth. And those kinds
of things, you know, as examples.

When you growing up...you mentioned the discipline thing...did you have any brothers
and sisters?

We were nine children. And I was number eight of nine children.
Wow! And did you say that you grew up on a farm?

I grew up on a farm, and we moved... my father quit farming... he had to quit
when I was a junior in high school. But, I grew up having responsibility for
doing certain things. You know, I had to milk the cows -that was a given we
had chickens, where I wanted eggs. We lived pretty good. We didn't have
much money, but we had plenty of food. But everybody worked, and it was hard
work. I did chores in the morning before going to school; when I came back
from school in the afternoon I would eat, fix myself something good to eat, but I

had to go to work, you know. Go back out, and so forth. And, I wouldn't say
that we loved it, there were times we would have liked to be doing what some of
our friends -who were also farming, but the way - lived in the same areas,
sometimes these guys would be .going to town and doing other things, and we'd
say, "Why are we working "? you know. But, years later, and now, it's so clear,
you know, that there is a big difference as to where they are today, and where
their parents were, and doing, and so forth, compared to where I am, for
example. And not so much in terms of, you know, I've got a decent job, but the
path that I've taken has not been as rough for me. I've encountered some
things that I've been able to deal with, I think, because of the discipline that I
was brought up with, and taught by my father and by my mother and other
members of the family, and so forth, to sustain me in other situations.
So, were they real supportive when you decided to go to college?

Very much so.
Did they know that you were majoring in Soils and Agriculture?
Yes.

And what were their feelings about that?
Positive.

So, do you think that family plays a big role in helping students choose a career that
they can (interrupted)
Very much so. I'll tell you one thing, you were asking... I may be deviating
somewhat, but...

That's okay.

One thing that comes through now, as I talk to young people, junior high kids,
high school kids, I'm talking to them about careers, and I use illustrations, I
use examples of myself, and I tell them of other people who are working in
agriculture and the natural resources and the kinds of things that they do.
And some of them that's foreign to them, you know, but then they'll talk to their
parents, or their uncle, or grandparents about it, and when these older folks
find out that I'm talking to their kids about agriculture, they'll say, "Boy, you
don't want to go into that." Okay?
Uh huh.

And the reason why they'll say that is because they probably have memories,
they probably were brought up on a farm - many of them in the Delaware area
lived -- and I recruit in Philadelphia, it's a big recruiting ground for me, by the
way. Cities like Philadelphia - we don't have to get the students who are on the
farm - there aren't many kids on the farm -Black or white, anymore. So, you
know, I try and identify students that have a good aptitude in the science and
math, in high school, working through counselors, etc., science teachers, and
so forth. And so, many of these folks have moved from the South, or other
places, to wherever they are.
And why do you think that happened?
Because of jobs. And because, at the time they moved they probably were

working on the farm, or in a rural setting, either as hired farm hands or they
were sharecroppers, or those kinds of things. And, they have bad memories of
farming and agriculture. And even in Delaware Delaware has a lot of poultry
industry, like Purdue Chicken, and--there are a lot of chicken processing
plants, so when you say "agriculture ", those students going for internships,
and so forth, and we're talking about going to work for Purdue, what they know
is, "My mother works in that plant" - many women work in chicken processing
plants - all they know is working on that line and gutting out chickens on that
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belt line - that's tedious labor -cheap labor I mean, they don't get paid the high
salaries for that.
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Right.

And it's hard work, and dirty work, you know, you're sweaty, dirty and all that
stuff, so agriculture, no, you don't want to get into that. That's what they know
about it.

So you have to go through a whole re-education process.

Right. So what I'm saying to them - I have to say ... I have to fight this barrier
with the parents, the uncles, the aunts, and so forth, to say, "When we're
talking about agriculture, we're talking about high-tech now, we're not talking
about chopping cotton, feeding cows, and doing whatever you are used to
doing." Yeah, we're talking about working in a laboratory, we're talking about
doing research, working with a computer - using a computer to do the work,
you know, and figuring out how to make that seed produce more - to last longer,
and to find diseases using a microscope - using test tubes. And then the
business of it, the business end, just like a banker, you know, there's financial
institutions, there's financing, and marketing of agriculture. Not going out
there and growing the crop, or the animal -we're talking about the business end
of it.

And so, does that kind of change their whole view of it, or (interrupted)
It does. And, I use videos, too, by the way.
So do you get to talk to the family more in your job now?
Oh yes.

I knew this, but I didn't know that I knew this -- I just thought that you had to dispel
the myth with the students, but now, talking to you, I'm finding that you have to do the
whole family together.
Oh, very much.

The grandmother and grandfather, and let them know too.
Very much so. Very much so. I'll tell you, I have a student in Philadelphia,
and I was recruiting the counselor and I were working - we could not --we had
offered her a full scholarship, because she was ... of 476 students at Alderbrook
High School, she was number three in that class. Okay? I mean, like straight
A student well, she had one B, I think, or something like that. And, her
grandfather - he didn't want her to go to college, let alone go into agriculture.
Well, what did he want her to do?
He wanted her to get a job. He was her guardian, you know.
Oh, okay.

She lived with her grandfather, and he was an elderly man, and so any
correspondence we had to communicate with her, because when he found out
who I was and what Joyce Stubbs, the counselor, was doing, talking about her
going and getting a scholarship, he didn't want her to have any college, in the
first place, and so she convinced him, and she said, "Well, you know, hey, I'd
have everything paid for." And so forth, because we were offering her a
scholarship, and so forth. And he sort of tempered, somewhat, but he was still,
"I don't know, I'm going to have to decide about this. I don't know. I don't
want her to go away, and all that", you know. And, then he found out it was
agriculture. I mean, no way, I mean, no way, you know! So, the short of it is,
she came, but she left. And that's unfortunate. That is sad.
So now I'm seeing that there's two sides of family involvement. Either the family can

be really encouraging, because you're going to college, and you're going into something
that can be lucrative, or they can be discouraging because of the past history of what
they may have gone through.
Absolutely. Absolutely.

Or what their grandfather went through, and it wasn't lucrative, and it was
sharecropping, and it was chopping cotton, and all of that. So, that's a whole different
aspect .

Totally different, that's right.
So do you deal with that a lot? Or, is it just every so often?

It's every so often. It isn't everyone that's that way, I'm just saying that it does
exist.

So, what would you suggest are some of the problems in recruiting? Maybe some
agencies need to know. If you could tell the agencies, "These are some things that you
really need to know, if you re serious about -- even if you're not serious but you have an
initiative and you say, 'we want to recruit minorities'," (interrupted)

What are some suggestions for them?
Yes.

I think the key is - one big thing is to be able to show them, okay? And that's to
have another minority, who is in a position. That's the biggest of all. That... if
you have someone, I'll give you a good example. When I went to work for the
Soil Conservation Service we had recruiters within the Soils Conservation
Service, a State Administrative Officer would go to Black schools - the 1890
schools - to recruit, and it happens - and it was happening all over - they were
the people who would hire people and do what we call the human resources
they were the personnel people. They would go to these schools and they would
contact the Placement Office, or the Department of Agriculture and say, "We
want to come on such and such a day to interview students for jobs." They
would come there, and they could not relate to students. I mean, they had no
sensitivity to Black students, and they would spend all that time there and the
students would be turned off by these folks, okay? I mean, believe me. And I've
gone with some to my alma mater, Southern University, an Administrative
Officer from Vermont, we made a trip all the way to Vermont to recruit. But
just his approach, you know, would turn the students off, see? Because, they
just figured, "We did our share." I don't think the effort was sincere, in the
first place. But in the second place, he was not aware, being as insensitive as
he was to a different culture and so forth and so on. The best thing you can do is
have me. I finally told them, "Don't come with me, I don't want you to come
with me", you know, "because you're going to turn these kids off', is what it
amounted to. I said, "Let me go there, I can talk the language, I can spend
time with these guys." I don't want to just go there and set up shop and say,
"Come to me and
see if you can qualify for a job, and I may give you a job",
you know. Go in there and relate to these guys, and talk with them. Go, you
know, wherever they're going and rap with them, so to speak, you know.

Right, right.
Talk their language, and then you start talking about, "Well, what do you do
man? What's it like?" You know, and then you talk they're language. You
don't say, "Well, these are the conditions under which you're going to be hired.
These are the rules", you know, dah, dah, dah dah. That doesn't work, you
know, they can't relate to all this. See they have all these rules -they don t
remember that. But if you interact with them and say, "Well, you know, these
are the kind of things you do, and this is how it works." You know, yeah, well,
you've got this condition, that condition you talk to people you interact.
Right. There are lots of cases where agencies won't be able to send a Black person, or
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they won't be able to send a Hispanic person, but what do you suggest in that instance?
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That they have some -- they be sensitive to the needs. I just got a student hired
to go to Vermont with ASCS. Have you heard of ASCS?
No.

Agricultural Stabilization Conservation Service - that's an agency of USDA.
Okay.

As my role as USDA Liaison, I have noticed that this agency has a history of not
hiring many minorities, okay?

Uh huh. Okay.
They just don't. Whether it's in Alabama, Mississippi, or Vermont.
Any reason? Or they just don't.
Because they operate -- while they are USDA -- they operate within a county
they have a county board of directors - in every county, and in every state office there's a state board. They have an office in every county, but they have a five

person board that's made up of five farmers, landowners in that county. And
the process is that those people that they hire have to be approved by that five
person board in that county. So, that's part of the barrier. So, that county office
director, even though he or she is a USDA employee, has to answer, in a sense,
to that county. And, they're not, as a rule, because they're conservative, and
farmers, and so forth, they just don't want Blacks in there. Okay?
And you just hired someone to (interrupted)
To go to Vermont.

For an internship? Or permanent?
No, permanent. He's graduating in May. Okay, here's what happened. About
three months ago the director for Delaware of AFCS said, "Bill, we're having a
convention, the nine northern New England states and the Mid-Atlantic states,
the smaller states, Delaware, Maryland, Rhode Island, Massachusetts, all the
way up to Maine, all the state directors," they -USDA - is telling them they need
to diversify. They don't know how to do it, because they never have. And the
problem is they said they tried, they said they tried and recruit, you know, but,
"they want you to meet with us." So we met - they were having a convention in
Atlantic City - so I went, and they put me on the program to meet with the
directors, and so forth, and so, we sat and talked. And, I told them, I said,
"You're going to have to do some things different than you've been doing.
That's the problem. You can't just say you're trying to get somebody, that you
advertise, that you go to Black schools, or that you send brochures and say, 'we
have positions'." You know, "People, to you Vermont is beautiful, to you, Maine
is beautiful, but to those kids in Delaware, that's foreign territory, because that
would be a different world for them. First, it's much colder than Delaware, in
the second place, there is no one like them there."
Right.

"So, why should they go, especially if you just say, 'we've got a position, why
don't you apply and come to work for us?' You know, that won't get it. What
you have to do is say, 'We've got positions, we'd like to talk to you about
opportunities there. And what kinds of situations that we would have to offer
you', you know." And I said, "You can't just read them what... 'the position
calls for this, 1, 2, 3, 4', you know, you have to sit with those kids, you have to
talk with them, you have to explain to them what kind of city they're going into.
Don't try and be deceiving.
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Right.

I said, "Now, I'm going to, if you are serious about this," and I said, "In the
first place, agencies have a habit of not wanting to pay. You say you want to
interview students to be sure it's the right person. I think that the student
needs to see you all in your own setting, needs to see this place. So I think, in
the first place, if you're up there in Vermont and the student's in Delaware, I
think you've got to get that student up there." Okay? "So that he or she can see
the setting" (interrupted) Before they even talk about hiring them. "You may
come down here and recruit, but if they don't go up there, you know, you may
tell them all, 'Vermont's such a beautiful state and I know you're going to love
it here. We've got rolling green hills, and all that stuff.' Hey, that might turn
them off. On the other hand, it may sound good, but once they get up there and
say, 'Yeah, there's cows here, there's white folks here, there aren't any Blacks,
and it's cold and it snows here', you know, then you've invested in that person,
and I've seen my agency do it. You bring people in, knawing that person won't
stay, but then they'll say, 'we tried, we got a person, but he didn't stay.' You
know, 'We recruited, we've got five people we brought in - none of them stayed.'
Well of course they didn't stay, you know." But anyway, to make a long story
short, after the meeting they started calling me, two or three of the states, and,
"We're willing to do something, do you think you can identify a couple of
individuals to interview?" And I said, "Hey, I don't know about a couple." I
said, "First I have to try and identify one that may be, I think, has the
sustaining power, because I want to take someone who I know." I get to know
all of my students. And I know what type of persons they are. You know, some
who are not very confident in themselves, who can not interact very well with
people, I wouldn't even think of asking them, 'Do you want to consider going
there?' because I know what they're going to have to go through, you see.
Different culture, different people, and so forth, and so on. So anyway, I said,
"Let me work on this and Fll let you know if there's possibilities.' But anyway,
I identified an individual, I wasn't sure whether he would think of going there,
but anyway, I talked with a few students and I got them Al White. "Well, I'd be
willing to talk to them and see," He [Al] said, "That isn't what I had in mind",
and so forth, but "I'll see." So, I called him and I said, "Look, I've got an
individual that would be willing to talk to you." He said, "Well, good. When can
he come up?" And I said, "Well, we've got spring break coming up, and he
could come up." "Okay. Do you think he'd want to drive up?" And I said, "No,
he wouldn't want to drive up." I said, "If you're going to talk to him - if you're
going to
him up there, you need to fly him.up." "Oh, but we can't do that."
And I said, "Well, you know, we can stop talking now. These are some of the
things that I was telling you you'll have to do that's different. If you can't do it
then..." "Yeah, well, we can't And I said, "Well, then I think that we can cut
this off right now."
Right.

And I said, "Don't say to me that you could come here and interview him, I
don't think that's really enough. I think he needs to see the area. And the only
way he's going to do it is to go up there - and he's not going to pay his own way
to go up there. I mean, that's the facts, okay?"
Okay.

To make a long story short, they decided, "Yes, we can fly him up. Would he
need to stay overnight?" I said, "Yes, he'd kind of like to see the area." Well, the
final thing was that they would like to fly him up in one day and back, and so
forth. Which was okay with him. The idea would have been better if he stayed
overnight and got a chance to see the place. But anyway, he went over and they
were impressed with him. And, he wasn't sure when he was going, you know,
whether he would like it or not, but after having gone there, after having met
with them, and they asked him a lot of questions -- the State Executive
Committee, plus the director of the agency within the State of Vermont, and
they met with him at the personnel office that day. And you know, he's got a 3.2
[grade point average] So... anyhow.

And he's hired permanently. Or, are they_goin,g to hire him?
Well no, he accepted the Friday before last - they called me; they called him to
offer him the position. He had told me, after he got back, he says... he had an
interview with the Purdue Company to work as a management trainee in the
poultry business in one of the processing plants, so he was debating and he
said, "I don't know", he said, "I'm trying to decide what to do if they should call
me and offer it to me." And I said, 'Well..." so we talked about it some. So I
told him, in the final analysis, I said, "You know, it's your decision, of course,"
and I said, "You know, you've got to think about the setting in Vermont, you
know, we talked about this before, but think about it. You'll be where there are
no Blacks, and it would be a total different world for you. A colder climate. It's
all the things we've talked about", I said, 'Think about it. Only you can make
that decision. You can ask my opinion. I did it. I happened to have started in
Vermont, and I did it, and so forth, but, I am me, and you are you, and we're
two different individuals. And are you willing to be in that setting?" And,
"You're a single guy now. But anyway, he came to me one day and he said,
"Well, they said they'd call me within two weeks," and he said, "it's been a
week now." And he said, "If they call me Mr. Vidrine, I think I'll take it."
And I said, "Really, are you sure?" And he said, "Yeah, I think I will decide. I
think I'd like to give it a shot," he said. "I think it would be a good challenge for
me

So how do you feel about him going out there, being in Vermont, alone, maybe... and
when I say 'alone', probably one of ten Black people in the community that he'll live in?

With him, I'm pretty confident that he'll be okay?
What type of coping skills do you think we have to most of the time the students are
going to end up going to an area where they're going to be one of maybe two -maybe one
of one in their agency, or in their office. How do you think we need to approach them
with that? Sometimes they're not going to tell you -- no one told me, when I was going
to my first internship, "you're going to be the only Black person" - no, it was, "Here's a
job in Colorado - go." I loved my job, but do you think that that's important for us to
make students aware?

Very much so. Very much so. I think we have to lay it on the line to them.
And, you see, I think if we tell them in advance, the initial reaction of, "No, I'm
definitely not going." But after they've had time to think about all the
positives... and I always tell them, "Take a sheet of paper - draw a line in the
middle put down the pluses, put down the minuses - everything you can think
of." And I say, "Just list all the minuses and all the pluses of this job, and let's
talk about that. What's negative about this or that - in this case, what's
negative about going to work. in Vermont? What's positive about it?" Okay? In
this case, they think -- and that hasn't been decided or determined yet based
on his GPA, and so forth, they think they'll start him out as a GS-7, okay?
That's a plus. Whereas, entry level normally is a GS-5, you know. So, that's
$4,000 difference right there. And a lot of other things. With him, you know, I
said, "Okay, you'll be seeing white folks everyday. And I'll tell you about it.
You're going to have winters where they have snow storms that you wouldn't
believe', you know, and those kind of things. "So what do the people do in
Vermont'? Some people live for the winter, because they go snow shoeing, they
go skiing. I mean, snowmobiling, you know, the people live for winter. They
take their vacations in the winter time, you know, because that's that what they
do. Yeah, ice fishing and everything." Okay, when I went up there, folks were
doing things - I was there for a year and a half before I got married, right? And
hey, what were people doing? Hey, they're going skiing. And I said, "Well, I'd
better learn to ski, I'm going to try this, too", you know. And I fell, and I hurt
myself and everything, but I learned how to ski, you know, and enjoy it, right?

Uh huh.

But, I also know another guy that came three years after I was there, as a
trainee, and he couldn't cope. And, he was in a different part of the state than
me, but I established contact with him after he was there two or three months,
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and I found out he was there. And he said, "Hey, man, I don't like this," and
he said, you know, "it just feels funny, it feels strange to me relating to these
people. I can't relate to them, and we talk a different language." He said, "they
always ask me, 'what did you say? Why do you say it that way?'" You know,
just all kinds of differences. And he became very insecure and sensitive, so,
you know, he left. And that happens in my agency, many times. They hire
people, they recruit them, and they don't stay. You know, so it's costing the
agency money and time, and yet they'll say, "Well, we tried." That used to be
the old saying, "We recruited 15 people", and they state that it didn't last. You
know, on the average after four or five months they quit.
And that's because they can't cope.

Because they couldn't cope. And they had not prepared them. So, I'm saying
it's best to sensitize them, "this is what you're going to encounter."
The students or the...
Both. The people the agency have to tell the person. And better still, if there's a
minority who can talk to the person and tell them, then they can relate better.
Okay.

But, there isn't one in that state, and like I told ASCS, and those state directors,
I said, "If we get one person in your state who stays, that's going to be your best
recruiter. You know, it's going to work. You won't have to worry about it. If
that person makes it, and if that person stays, then he or she will be your
selling tool to go back to their school, or their friends, and other Blacks. If
you're talking about bringing somebody else in, have them meet that person.
Not for show. You know, not for show. And don't coach them as to what to tell
that person, just let them interact with each other. You know, and that's what
will work for you." But, anyway, my agency, the Soil Conservation Service, we
have formed a Black organization in the Soil Conservation Service. We're just
starting.
I see.

We've adopted a constitution and bylaws - we met in Tuskegee for the
Professional Agriculture Workers Conference in December, and we'd been
talking about it with a nucleus of people in Washington - in high positions
working with Blacks. We've got a few of us who are out there in the field to feed
in information, and we decided - well, you probably didn't see him, but the
highest ranking Black for Soil Conservation Service, he's been a state
conservationist in Nebraska, he's been a state conservationist in Massachusetts
(interrupted)

He's here?
He's here no. I mean, he's here at this meeting [MANRRS: Minorities in
Natural Resources and Related Sciences]. I was just talking to him. Anyway,
he is the... you know, SCS is broken up into regions - we have four regions in
the country. We've got the Midwest, the Northeast, the South, and the West
and the West region s center is in Portland, by the way, for SCS - which
includes Alaska, Washington, Oregon, Idaho, California, Nevada and Arizona.
Okay.

Okay. Then, for the South, it's in Fort Worth, Texas, and it includes everything
from Texas to Oklahoma and up to North Carolina, and Florida and all those.
Louisiana and those. And the Midwest it's in Lincoln, Nebraska is the
Northeast center, but these folks are headquartered in Washington, but they've
got Minnesota, Illinois, Indiana, North Dakota, South Dakota, Missouri,
Kansas, and so forth. This guy Sherm is the Assistant Chief for the Midwest.
He's over all those states in the Midwest, okay?
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Okay.

So he's the top ranking Black in Soil Conservation. He's senior executive. The
GS system goes GS-1 through 18 - he's above that, he's in the executive
schedule. Anyway, so we got him to go to our Chief for that, because we knew
there would be some scuttle butt by special white folks and they would say,
"Well, these Blacks are trying to form an organization to promote SCS", you
know. So we got him to take it to the Chief of the head of our agency and say,
"Okay, here's an organization we're trying to form, and we want your support
of it, now before we go nationwide with it to offer it to -- it won't be tied to the

agency as a responsibility for our job -- it's an organization that anyone can join
- Black, white, or whoever, as long as they would support the goals of the
organization." And we wrote out what the goals were. It was to be a support
mechanism - there were 13 goals, I think, or something. But, especially for
new employees, or employees who relocate within the agency, for example, that
there would be a contact person in every state who would be representing the
organization. Okay? That person would know, or be told, "there is a contact
person." Now, for the Northeastern states, I am the representative for all the
Northeastern states.
Okay.

Okay. But, within each state I want to have one contact person, who is either
Black, or who will be the representative for the organization. First they must
join the organization, but they'd be the representative. In some cases there
would be a white person. Like, Vermont does not have a Black person in the
agency, so that might be the State Administrative Officer, who is white. But, a
designated person, so that if a Black person goes to Vermont, I want to know it.
Because that person, he or she may know what they're getting into, but if they
have a problem we want to be able to have that networking, and that support to
say, "Okay, in Vermont", you know, "here's what you can expect". Or, once
they're on the job they may run into problems. And, then they can contact the
organization.
Uh huh.
And someone will be able to talk to that person, you know.
Like a support group.
Exactly, like a support group.

Okay, let me make sure I understand it. They move to Vermont - the head person in
Vermont, be they white or Black, they'll contact you?
Well, no, no. What we want to do is have a contact person for the organization.
A representative in every state.
Right.

So where there are no Black employees now -- if there's a Black employee, or
several Black employees okay, we'll want to say, "I know that in Vermont..."

There's John, Sally, and Bob and Bill.

Right. There are five Blacks in there. One of them will be the contact person.
So that if a new Black comes in, or one of these Blacks that's in there is having
problems, coping, or whatever, they can get in touch with him, or her, whoever
that designated person is. And if that person can't deal with it, well then they
need to contact me, and/or the national people, and so on.

And this just started?
We just started. We're just getting off. We just started in December.
That is absolute wonderful. I think that this type of thing is definitely needed.
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Now, I don't want to publicize it for you to say, "Look, see what SCS has done?"
But, in my briefcase in my van hi give you a copy of our organization.
Okay.
Okay?
Okay.

But, that's the kind of thing. Now, some Blacks are saying, "We should state
our objectives more clearly, that we need to pick up the slack where the agency
isn't doing enough for Blacks." I said, "No," I mean, what we're saying ...
what are you trying to do? Are you trying to antagonize? I mean, because, you
know, there's some white folks are already saying, "What do you need a Black...
how would you all feel if we got a white organization?" You know, I said, "Hey,
my only answer is, if you have objectives and you want to form one, that's fine,
you know. Because, we're forming this because we've got some clear objectives,
and we'd like you to join if you feel you can support what our goals are." You
know. And all of this is not done on official time or anything. It's just like any
other organization that you would join. It's not part of your job.
Right.

Because the question comes up sometimes, "Well, why do you want a Black
organization? You have EEO, you have Civil Rights, you've got a Black
Employer Management Plan, you've got everything, so what do you need an
organization like that for?" Why? Because, we know we need a network, and we
need a support group. That's why we feel... "But, how would you feel if whites
formed an organization?" Some Blacks were asking that too, you know. I said,
"That's fine, If they feel a need to."

If they needed support. Blacks, women or whoever. You know, women could do the
same thing. I wonder if anybody would object if the women in the organization decided
they wanted to do that?
Right. So anyway, those kind of things.

Yeah. Support that's the bottom line.
That's it. And to be able to network.
Right.

I could tell you some incidents that I encounter, you know, the one I told you
about the farmer?

Yeah. [at the time I thought he had mentioned the incident--but he hadn't]
Okay, in Vermont? What he told me? Those kind of things. And there are
other little things that happen, and some big things too, you know in
Minnesota - county commissioner - we reviewed, once a month, all of the
development plans for housing developments that came together in that county
- I as a soil conservationist, for erosion control, and so forth, worked with the
county health people, okay? And the county zoning people, and so forth?
Uh huh.

Well, this was a county commissioner, and he was on the Zoning and Planning
Commission. So, if a housing development was coming into a county, we had to
review the engineering plans to see what impact it would have on the
environment. If the water or soils were good - especially if it was out - they had
to put septic systems in and drain fields, and so forth. So, we had to evaluate
this. There was a team of us. I was to represent the USDA, but the county
district, and so forth. So, we were in the courthouse this one night, and this
county commissioner was on our team, well he had a meeting with his peers,

earlier, so we were waiting for him to come in. The meeting was supposed to
start at 7:30, so he came in about a quarter of eight; ten minutes to eight. He
says, "I'm sorry fellas, I'm late," but he says, "Let's get on with the meeting."
He was a county commissioner, a big millionaire guy, because he had big
vegetables farms, truck crops, and so forth, and he hired a lot of people, a lot of
migrant laborers, too. So, and he knows me very well - first name basis - I call
him Ed. Ed Fields is his name, he's a white guy, you know. But, he came in,
and he says, "Yep, let's get this show on the road.' What we used to do is every
week, every month, we'd rotate who was chairman, to conduct this meeting, to
review these plot plans. So, he came in and he says, you know, "I'm sorry I'm
late, let's get going," he said, "Yep, let's get going, who's the head nigger in
charge here?"
And you're sitting right there?

I'm sitting there, as part of this, I guess it was five or six of us. So, when he
said that, see, to me, that's intimidating, you know. And, so, but I've
encountered stuff like that before, you know. And, he said it without even
thinking. This is something he probably uses all the time, you see. Well, he
realized it, but he didn't say anything, but I could see his expression. Well, so I
said to Dallas Vellogy, from the Health Department, it was his turn to chair, I
said, "Well Dallas," I said, "You've got a new title now?' You know. And I
said, "Gentlemen," I said, "Excuse me for a minute, I've got to go outside for
awhile." And I got up and I went to the restroom, because I you know, I said,
because if I sit here I don't know what I'm going to say, you know. And I didn't
want to let them see me flustered, but I wanted to make a point. I said, "Excuse
me, I will be back, you all can start the meeting, I'll be back shortly." Well,
everybody knew what it was, but I said, you know, "I have to get outside." I
walked outside for a couple of minutes, and then I came back to the meeting.
And we proceeded with the meeting, okay? So, after the meeting broke, and so
forth, the county surveyor, who is a good friend of mine, said,
I'm sorry
Ed said that," and I said, "Hey, you didn't say anything, he did. You don't have
to apologize for him." So, the next morning I went to work, and the first thing I
did I drove to his farm his operation - his big vegetable farm and he processed
vegetables - big money guy. So I pulled up, parked the government car, and I
was walking towards his house and he came out of his house, and he saw me he was walking towards his processing plant and he put his head down and
he walked up to me, and he said, "Bill," he said, "I know why you're here."
And he said, "I'm sorry," he says, "I said it without even thinking." And I still
hadn't said anything to him. And he said, "I know why you're here, I'm really
sorry, I didn't mean to say that," he said, "I'm not prejudice," and he said, "In
no way am I prejudice towards Blacks, or anybody else. And it was just a dumb
thing to say, and I said it without thinking.' And I'm still standing there
looking at him, and so he said, "And look, he said, "You tell me if there's
anything I can do to make up to you," he said, "just tell me what it is and I'll do
it.' So I said, "Well Ed, you know", I said, "I was brought up in the South," and
I said, "when I heard the word 'nigger' that was serious business and those
were fighting words." And I said, 'I resent that? I resented it last night," and I
said, "I was surprised to have it come from you.' So you say if there's anything
you can do, I said, "I think what would be appropriate, at the next meeting, for
you to apologize to me before all the people that were there." And he said,
'Okay, I'll do that." We had meetings upon meetings, and he has not done it to
this day. You see? And, I guess is, his attitude's, "the heck with that nigger,
I'm not going to do that." You know?

Uh huh. Uh huh.
But you see, that's the kind of thing. He didn't intend to say it, but he didn't
realize what he was saying.
Or how deep it went.

But, but, still, he refused, you know, within himself, when he thought about it,
he says, "no, no, I'm not going to do that to this nigger, here I'm a big land
owner, I'm not going to humiliate myself before these other folks to apologize to
him." That's the way I surmise, because he hasn't done it.
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Right.

And on a couple of occasions I started to approach him and say, you know,
later, but I said, "No, Fm not going to do this.
Let me ask you, how old are you?

I'm 50.
And the last thing, if you were to consider the big picture of natural resources, or
environmental awareness, or agricultural science, the big picture, what do you feel
your part is in that big picture?
My part is to continue to work in it myself. I feel I've made a lot of contributions
in the past, okay. Personally, my work, I recount how many farms I've worked
on, how many areas I've worked on - I used to keep up with that and I've got
statistics in every location I've been, how many farms I've worked on, and farm
plans I've developed, how many ponds I've built, and water erosion control
structures, and so forth, all of that. I feel I've made some contributions. And, I
want to still have that impact, but what I want to do is have more Blacks,
African-Americans, involved in that process, because there is a big job to be
done. It's exciting to me. I believe in it, and I want to get more AfricanAmericans involved in that process. We, as African-Americans, as a whole, do
not have an appreciation for the natural resources to the extent that we should.
We do not recreate in the same way that a lot of other people. We're not as close
to the real problems. We, you know, there are things going on around us, and
to make African-Americans more aware of our environment and how they can
impact on it - and how they can impact on it in a positive way with careers in it.
And not just think of those -- if they're going to go to college that it has to be law,
or social studies, or those other areas. You know. We are a part of this society,
we breathe the air, we eat the food, and so forth, and make contributions
towards that.
Bill I would like to thank you for giving up this much of your time this afternoon. This
was supposed to be a short interview. I just want you to know that you have been very
helpful to me and my research. Thank you.

Certainly, It was my pleasure

151

APPENDIX B6
INTERVIEW WITH
KEN WILSON

DATE: APRIL 8, 1992
PLACE: CORVALLIS; OREGON

152

Today is April 8th, 1992, and I am with Ken Wilson. My first question is, where are
you from?
Fort Collins, Colorado.
What do you do in Fort Collins.

I'm an assistant professor.
Doing?

Fisheries and Wildlife Biology - mainly Wildlife Biology, though.

And what was your point of entry into your assistant professorship?
It began just last August 20th,1991.
And what did you do before you were an assistant professor?

I was a graduate student for about four and a half years, also at
Colorado State University.
Okay. What degree were you pursuing?
A doctorate.

And what did you do your dissertation on?

It was on continuous time, capture-recapture, population estimation.
With? Any species in particular?
No, it was generic.
Where did you do your Masters degree?

At Utah State University, in Logan, Utah.
And what was your focus then?

It was on transact and web design what do I want to call it? "A Plotless
Sampling Technique for Estimating Small Mammal Populations."
And where did you do your undergraduate?
At the University of California, Davis, California.

Okay. So, that brings us from undergraduate to graduate. So where did you grow up?

Ummm.
Basically.

California. California is the closest - northern California.

Northern California, what part?
Sacramento area.
Okay. And so you're saying you basically grew up all over...you mentioned that you
were an Air Force brat.
Air Force brat, yeah. Actually the places that I have lived would be Riverside,
California, which is where I was born - Southern California; also Germany,
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Italy, Turkey, Nebraska (for thankfully only six months); and Beale Air Force
Base, which is in northern California, near Sacramento, actually, near the
town of Marysville, California.
Where did you go to high school?

In the San Fernando Valley, there was a town... Reseda, California.
Oh, okay. Did you go to elementary school in the same place that you went to high
school, or were you moving about?
No

Okay. Would you consider where you graduated from in high school, as an urban, or
suburban area?
Suburban.
Okay. How old are you?
How old am I... 35.

How long have you known that you were interested in wildlife biology?

Uhh, well, I have to define that in two different ways. One would be, how long
have I known I liked the outdoors.
Okay.

Which would be... when we lived in Beale Air Force Base in Northern
California, the base was in a rural setting. And we used to fish and run
around in the outdoors, and that... I would have been kindergarten, so five, six
years old.
Okay.

But, it really didn't come back to me again until I was looking for an alternative
major at UCLA, and I was checking through the list of majors and I kept
seeing the major "Wildlife Biology' I was interested in -- I was actually an
undeclared engineering major. And, that required me to transfer to Davis, and
I researched a little bit more, and it [wildliofe biology] sounded interesting, but I
had no idea exactly what it was.
How long were you an engineering major?

Uhh, for a year and a half.
Okay, and why did you decide that engineering wasn't the way to go?
Because what kept coming back was, "I'd love to get outdoors, somehow or
another." I was thinking about actually being a forest engineer. There was a
major at Davis called Forest Engineer, and then I figured, well, if I was going
to do engineering there may be a combination. But in the process I kept seeing
Wildlife Biology, and I said, "Wow, that may be more interesting." So, it was
really something, which I found out now, you don't get outdoors. (Laughter)

Not as much as you thought. So when you were growing up... how many sisters and
brothers do you have?
I've got two.

Brothers?
One brother and one sister.
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Did they go fishing with you, as well.

My brother did a lot. My sister, occasionally, when we'd go out. But, my
brother a lot.
Did this continue as you were growing up?
Well, it had gaps, because as long as we were at Beale Air Force Base there was
a lot of it, but then.. God, I'm trying to think of where we went to next. well, it
was always an interest when we lived in Turkey, there was a lot of seashore, a
lot of beaches, and that became an interest. I mean, I was always the one who
was willing to go down and try and pull a sea urchin off the bottom, or things
like that. So, the interest kept up. Ishmar was the town we lived in. From
there, the Philippines, we could run around in the jungle, and basically, was
an interest, but there was never anything formal, again, what I call traditional
fishery and wildlife and outdoor until I came back and we were in Southern
California, and I began, as I got older, to try and do things like hiking, and the
first time I went backpacking was in high school.
So, was your family involved in this activity, as well, or was it basically self-initiated?

Umm, the family was somewhat involved in it, occasionally fishing, but it was
mostly me at that point. Except at one point my parents bought some land in
Northern California. I remember us all going up as a group and, you know, a
fun part of that was we got up there and we all went trout fishing, and stuff like
that. And so, it was something that was at least they felt it was important to do.
Okay.

So, there was interest there.
Where's your father originally from?
From Louisiana, and moved to Southern California, Los Angeles, when he was
probably about 16.

Okay, and your mother was originally from?
From .... I'm not sure, was it Arkansas? Little Rock, Arkansas, and moved out

to California, somewhere in the Bay Area, Oakland and Berkeley, I guess
around ten or eleven.

Okay. So do you think that because... and this may be reaching... because they grew up
in the South, do you think they brought a lot of the values. into your family? Because I
know, personally growing up in the South that a lot of Southern people fish. They just
fish because it's an activity to do.

Yeah.
So, do you think they brought that into your family?

Oh, I'm sure of it, especially when I go back I have a lot of the older relatives
are out here now. In fact, I had an uncle that was told to stop shooting
sparrows in his trees in downtown Richmond. And he hunted and fished, but a
lot of my uncles did, and he was one in a chainl3 brothers and sisters, yeah.
The hunting part I didn't see much, as a kid, but the fishing, quite a bit.
Okay, when you decided to tell your family that you were majoring in wildlife biology,

what was their reaction?
Umm.
Do you remember?
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No, but the reason I probably can't remember is because they probably weren't
concerned. I mean, it was ... boy, you're making me reflect on stuff I've never
really thought of. But, no one really was concerned, I'm at least fortunate of
that, you know, I'm the only one that has finished basic college, my sister
started off down the road and has an Associate Degree. But, there was never
any pressure to do anything, so it was whatever I wanted to be, anyway. I'm
sure they probably said, "What is it?" Well, what came out of that, no matter
how hard I try and describe it, they still think I'm a park ranger. (Laughter)
So... some of them are too old to try and change them anymore.
So you just let them keep thinking that you're a park ranger, and let it go?

Yeah. My parents have a better idea, now. But, a lot of my relatives, as far as
they know, it's close to he teaches park rangers down there. So...(Laughter).
What was your first job that you can remember?
Doing anything, or doing wildlife?

Doing anything.

Mowing lawns. That's what I used to do as a kid to make money.
Were you ever, in high school, or maybe elementary school, or middle school, were you
ever a participant in any - like 4-H Club, Future Farmers of America, anything that
may be natural resource related that you...

Uh, no, actually not. I was a Cub Scout for a while, up to about nine. And that
was overseas in Turkey, and I had to decide whether I wanted to be a Cub Scout
or play sports, and I played sports. But, I do remember one experience which
sticks with me, and that was my brother was a Boy Scout when we lived in
Marysville for awhile, and I was probably a sixth grader, at that point. And,
they had a campout, up the river, and that really sticks in my mind. My dad
was helping out the troop, and I remember going and camping in the tent and
getting up and being shown how to make a campfire, and that does stick out,
even though I was not a Boy Scout.
That's one of your main memories. Was that a key point to your wanting to be outside?

Well, it reinforced, I think, the same things. I mean, when we used to go
fishing in that area, in Northern California, I mean, it was out, and nobody
was around, and those experiences were fun. To just be out there...
And lots of people, now, are afraid to be outside, you had the experience of being in the
outdoors and having fun, so did this make it less threatening?

Oh yeah, yeah. And then actually it's funny I look back at my great aunts and
my grandmother, they live on the outskirts of Sacramento now, In a community
where skunks come in and snakes come in, and they're taking sticks and
stuff... they still like to go fish. They haven't gone fishing in ages, but they used
to go fishing. But, it's amazing to look back. You make that statement, and I
think about a lot of my relatives would be totally afraid of what the outdoors may
have. They all grew up as kids, up until they were in their 20's to 30's in
Arkansas, and they lived in a rural setting where, you know, they'd give stories
about the farm, and going out with the pigs and this, and, to me, I know they
probably weren't afraid there, I mean, you know, everybody can be afraid of
snakes.
Like, going to the chicken coop, in the dark, at night, 12 o'clock. Or, to the outhouse, I
mean, is just as threatening to me, than to go to camp out in the woods for a weekend.
But my great-grandmother would not think off going camping. Let's switch gears here
and discuss Patuxent. What did you do when you were in Patuxent?
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I was actually working for the Migratory Research Branch, Jim Nichols, and
they had a project they were interested in. Actually, it was a computer project,
statistical, interested in coming up with a way to estimate how many birds you
should band if you're going to do a survival study, or if you have one going on
and you want to continue it, how many you should continue to band. So it was a
computer-related project.
Okay. So, are you computer oriented?

More statistical and computer oriented than field oriented. Not completely by
desire... that's what the projects have been.
Are you field oriented now? Or, I mean, would you rather be out in the field, or in the
classroom?
I'd rather have a good mix of lab and field, and right now I have no field. And
you know, I hope to change that by finding some projects that put me in the field
more.
If you were to go to a class of, like 25 high school students, Black high school students,
what would you tell them about you as a wildlife biologist?

Umm, I'd probably give them a feel for what the technician-type jobs could be.
What the field, the glamour part of it is. If someone said, "You sit in front of a
computer and"... unless someone seemed like they had leanings that they were
interested in that. But, I think I would get them in touch with... even from the
law enforcement side, some people may be interested in that, and I've done that
part of it. But the research part, you know, I'd really deal with them as if they
were listening to the issues that they've probably heard about - the
environmental issues that are going on, and let them realize that a wildlife
biologist is involved in the issues that deal with dumping hazardous waste.

Uh huh.
Is your water clean, or not, and how that affects you, but it affects the wildlife
we have here. The fact that we're losing species all over the world, and, you
know, some of that can be related back to ... one place we're losing species faster
than ever are the ones you think of.. the big ferocious ones in Africa, the lions
and the tigers, the elephants. But, I think I would relate the topics that deal
with that, and then also come back to what is affecting them directly, even
pollution. Because, you know, even though I have a Wildlife Biology degree,
whenever I'm talking to someone and they're interested in that I try and make
a connection to something that they may be interested. It doesn't have to be
some fuzzy critter. If they like fishing, that can be an interest; if they're
interested in pollution, anything that builds with environmental issues and
natural resources, to me, is... we're a kindred spirit in going down that line, so,
that's what I think I'd try and stress to them.
If you had a chance to encourage someone who was teetering - they were in college for
the first time and they didn't know what they wanted to major in, and you thought to
say to them, "Okay, here's a major -- here's Wildlife Biology - try it", what would you
say to encourage that person?

I'd probably try real hard to get them to take some course that I thought might
spur their interest something like Environmental Conservation. And if they
were leaning -- then general Natural Resources course, and tell them, "Look it,
you know, take that course and then let's sit down and talk." Because I
definitely wouldn't want to force anybody to do anything. So, if they're really...
and, they don't have to be really excited, who is, you know... I probably wasn't
very excited. But if they have a genuine interested in it, then I would say, "Well,
God, let's sit down and talk about what this career can do for you, what the jobs
are and what the courses are." But, and you know, if they still wanted to be
something else - a musician, I mean, I'd look at that, "Well, let's make sure
you can be a musician."
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Well, you could probably be, if you were interested in engineering, you could have a
career in wildlife biology; if you were interested in business you could have a career in
natural resources, I should say, not wildlife biology, but natural resources. But if
you're a musician, that's stretching it. You could have a career in Ical of fields, but
music, I'll have to figure that one out. Speaking of mentors...did you have what you
would consider to be a mentor when you were coming through the ranks?

Umm, no. I had a few people, but as I really got to be senior, but there was
nobody that I could say I looked at and said, "God, I want to be a wildlife
biologist," because of them.
Neither, white nor black? No one period.

No, there were definitely several professors who encouraged me, and it was
really in one course, there was a summer course, and there were different
classes that there was someone. But, you know, I kept going because I thought
it would be, you know, fun to do. Actually, I still... I don't think at graduating
that I thought I'd be in wildlife biology.
What did you think?

I didn't know what I was going to be in.

Just graduated.
Yeah. And, it was actually the last -- we had a summer field course which sort
of got me to the idea that it might be fun to continue, and it was in the back of
my mind.

Do you remember the name of the field course?

Well, the best I guess I could call it is it was a summer field course where we
spent four weeks outdoors in Northern California at Tule Lake.
Okay.

And the project was you actually went out and tried to do some research for four
weeks, and I was trapping small mammals during the middle of the night.
And, I think the camaraderie of the people who were interested in that sort of
thing, and the professors, Schwab and Raveling, sort of congealed a lot of the
stuff, and I said, "God, you know, this could be fun." But I had doubts about
whether I could do a Masters.
But what made you continue on to go graduate studies?
Working outside of the field (laughter).
What did you do?

I worked for a small vocational school that taught Licensed Vocational
Nursing, and Dental Technology, and... what else was there? Oh, funeral
service education.
Which one did you teach?

Actually I taught, chemistry, I remember, one year when the guy who taught
chemistry had left. But, I really wasn't - I was working as an Assistant
Administrator ....lust enrolling students and keeping things going. And, you
know, I realized, 'God, I'm not getting much of a reward out of this."
How long did you do that?

For two years. And then after about a year and a half I started applying to
graduate schools.
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Where was that?

That was in Sacramento.
Okay.

California.
Okay, from Sacramento to Utah?

Yeah, yeah. Yeah that was sort of a scary jump.
Why was it scary?

Just because of hearing stories about Utah. But, you know, a lot of places it
probably wouldn't have been scary, other than Utah, but I had applied to
Oregon State, and Idaho, and Washington State, and I applied to Utah State,
and actually, one of the places I didn't apply was Colorado State. But, that was
where an offer came, and luckily I had a chance to go out there. A major
advisor I had actually flew me out, so we could each see each other. And at the
same time I had a friend who had graduated from the University of CaliforniaDavis, and so I stayed with them and got a better picture. But, I think it was
sort of scary only because it was Utah. The reason wasn't scary, otherwise,
being an Air Force brat I was used to going to new places and you meet friends.

That's how I am. It didn't phase me in the least to move from South Carolina to
Oregon, because it was just someplace new to go.
Yeah.

And I knew that I could survive there. But it didn't dawn on me that I was going
alone.

I can definitely understand it. I remember I used to play basketball in the park
at Sacramento when I was going to Davis and there was a guy, I can't even
remember his name, but he had come up from the heart of L.A., and he was
going to Sacramento State University, you know, small, 4-year State school, and
he came down and played basketball. And after about the first semester or so
he goes, "God, I'm going home", you know, and he goes, "I'm not used to
seeing this many white people."
Uh huh.
And I'm going, "God, everybody down here playing basketball is black," you
know, and at Sacramento State it's not that bad, but it was a perspective that
because I had traveled around, I didn't have to deal with that. And there's not
an answer to that. You know, if you're not comfortable, you're not comfortable.
Exactly.

And, I think that Colorado State now, they're trying to deal with this, they have
qualified students but they leave after a year or two. And some of it may be
blatant racism.
Uh huh.

But a lot of it, I think, is just, "I'm in a different environment." And my guess,
if someone were actually asking me about going on, I would encourage them to
try and pick whatever graduate school they could that's closest to home. Closest
to their comfort zone but that's difficult, you can't decide to go to grad school...
you know, you're usually wanting to work with someone, that's what's more
important. So, or try and maybe really educate them to look at... tell them the
negative, I think that would be... I'd be positive about going to graduate school,
and I'd say, "Now, you know, what did you think about your environment as an
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undergraduate, were you at all uncomfortable with the situation of being the
only one in many situations?" And I'd say, "Well, that's going to continue, but
now you're at a different level where you're supposed to be a little more in
charge, even. There's more expected of you. Are you willing to deal with that?
Because it may even be more uncomfortable."
So, basically being up front with them, letting them know from the beginning that,
'You're going to an environment where you may be one of two black people in the
town."
Yeah, because, you know, no one's going to change for you. Just because you
get there. So, if you're going to do it, be ready to sadly, live with it. I mean, you
can try and educate people, but... you know, you're going to have to deal with
the situation. You know, some people staring at you, or, "Are you on the
football team?" "No, I'm not on the football team." You know.
(Laughter) Have you ever had to deal with that?
Oh yeah! Luckily, well, I think I finally look old enough, like I'm probably not
playing anymore, but at Utah State, when I got my Masters, was I on the
football team, was I on the basketball team? I probably got asked that ten times,
when I was there.

Yeah, I'm always asked if I play basketball. I can't dribble. So I say, "No, I don't."
I'm always asked if I'm on the Oregon State Basketball team.
Yeah. And they think they're being polite, and starting a conversation, and...
Yeah. Do you think it's more with the community, or the school?

I think it's the community. I think... if I think of most of the people who... well,
I mean, I know I got asked by people on campus, but it's... it's the fact that, you
know, what you've really got to stop and say, if you were going to be sort of rude
about it is, "What would you ask someone if they were white and you wanted to
start a conversation?" You know. "Try that. Whatever you would do, try the
same". Because, I may hate basketball. You know. But, it's ignorance on their
part, and maybe I've always tried to look at it positive - at least they were trying
to strike a conversation. There's many that wouldn't.

Exactly.

You know, I can think of experiences of living in an apartment complex at
Utah State and finally leaving to go do some field work in the summer and this
old guy about probably 88 comes out, and introduces himself, and was going to
give me... well, he was giving me the Book of Mormon, and telling me what he
did at the church, the marriage of the living and dead. And, you know, What's
going through my head (I'm not going to come out of this apartment now, for
the whole semester.) Now that I'm filling up my truck, I'm obviously moving,
you're going to come out and talk to me. And, you, if you're 88, you've had
plenty of chances.
(Laughter)

But, you know, he was just trying to communicate. And, to me, there's two
impressions I could have left him with - I could have told him he was, you
know, full of shit and gone on, but one - at 88 I'm not going to change him, and
two - I wanted to leave him with the most positive attitude I could.
Exactly, because he may have already had a developed attitude, or pre-conceived
notion. That's a very pertinent point, I'm glad that you touched on it - making sure
that people know where they're going before they go. To be dropped off on a co-op or
internship... have you ever had an internship?

Not an internship.
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But a co-op.

Just a co-op education experience.
And did you know anything about Patuxent before you went?

Yeah, actually a lot. I think I was fortunate I had the same major advisor at
Utah, and he later went to Colorado State, and I was at Colorado State. But,
luckily I had someone who was... and it was all on a professional basis. It was
important to him that his students know what they're doing, who they're
working with, and what the situation is. So, I was always informed about what
the procedures were.
So what about after you got to Patuxent, how was your experience - other than what you
were doing as far as your project, how was your experience at Patuxent?

Right.

Really good, and luckily... Jim Nichols was the person I was working for, he
just has a great group, I mean, to work for him would be great. I actually
stayed on the center and they provided housing, which I just happened to luck
into, that was the year they decided they were going to do that. Because other,
either co-op eds they had or visiting scientists had come there in the summer,
and trying to find a house, everyone wanted to make you a lease for a year, and,
so they finally provided some housing. But, the work environment was great,
because I had a project and I was free to do that project, and was free to interact
with some of the other scientists there, and it was sitting between Baltimore
and Washington, which was different for me, not having lived on the East... I
was sitting in a place that was like in the middle of a forest. It was all 2,000
acres of woodlands.

Yeah, and so...

I've never been, but I heard that it's really nice there.
Other than the summer heat. And you can't get me to go move to South
Carolina.

(Laughter) That's something you get used to. You get used to it growing up there.
What type of person are you off of the job? I mean do you have a family now?
I'm married - we don't have any kids. Umm, what am I like off of the job?
As far as outdoorsy. Do you and your wife do outdoorsy recreation?

Yeah, we ski, we... well, I fish mostly, my wife fishes a little bit; we hike. We're
hopefully going to go skiing this weekend. Yeah, fish - I actually had begun
hunting in the last few years.
Does she go with you?
No.

I still don't hunt. I understand the value of hunting, but I still don't get out there. Did
she do these type of things before you were married, or just after.
Yeah, quite a bit.
So she hiked before?

She hiked, fished, did a lot of skiing, backpacking.
It's lucky that you could find someone to do all that with. What would you like to see
happen in the future as far as minorities are concerned?
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I would like to see the numbers increased. I mean, definitely. I would like to see
that we get some information to minorities so that they can become interested in
the field. I mean, in one respect I can understand why there aren't minorities
in here, when a lot of the population base of African-Americans are sitting in
inner city where problems are beyond whether or not there is pollution or not.
Did we talk about your experience in South Carolina ?

No, no. It, a week long workshop. And I can't, I mean, other than going from
whatever the Inn was in Aiken to the plant and back and forth... well, we
stopped and had a good Wednesday South Carolina barbeque at some place. It
was only open Wednesday, Thursday, Friday", it was like, "Yeah, that's it, and
you've got to come in here and eat it now!"
Oh yeah, it may have been the place where my family would go. Its called Ray Lever's
Barbeque and it's only open on Wednesday, Thursday and Friday --something like that.

But, you know, the experience was funny. I was there with a professor. And,
we were actually in the deep South, and had I never been in the deep South...
well, I take that back, I had but I don't remember it, I was six months, or eight
months old, on the way overseas. Anyway, where we were staying was an old
hotel that... had it been a part of a mansion or something. I remember sitting in
the hotel room going, "If we'd go back, you know, not too long ago, I wouldn't be
in this hotel - staying in it." And, coming from California, not having been
exposed to a lot of that, you know, all the... not the waiters, but the ... I don't
even know what they're... maintenance - not maintenance, but they were old
black gentlemen who were going around, and they put mints on your pillows,
and it was just... you know, I was like, "Boy, this is different." It's something I
hadn't been exposed to. And that evening we were going out to a bar, and it was
funny to me, because we were walking around, and not knowing anything
about the South, not knowing, "God, do I have to worry about anything in this
part... where am I", you know, "What is Akien like? Do we walk in a bar, and
you know, what should I be concerned about?" And, you know, it was fine, we
went to a bar, and actually probably being in a town so close to something like
Savannah River, the power plant, but I don't know, maybe I was totally off base,
period. But, you could probably tell me whether I should have been thinking
about what bar...
Aiken, you should have been thinking about where you were.
Yeah?

Just a little, and been a little cautious of where you were going.

Yeah. But it was interesting, we got into a conversation about it, and the
professor hadn't even thought about it, that was bringing me down there, and I
said, "Oh yeah", I go, "I mean, there's... my experiences have been driving
through Utah, or Wyoming, or Nevada", and I tell him, "No, I don't just stop at
any bar and go in." I mean, how am I going to pick something? You know,
luckily, because of my size, you know, I've been able to walk away from most
things, but I'm not going to be... a beer's not worth it enough to go just, "Hi, let
me introduce myself?" in your environment. And, I was trying to explain to
him, and he was going, "Oh yeah, being in the South", I go, "No," I go, "This is
my first time here", I go, "I think about that driving through Eastern
Colorado." So, it's something that he became aware that he never has to think
about. And it's something that, you know, in this field, you can't nst think of it,
to some respect.

That's true. A lot of times we all think, because we're in the same field that that's one
thing that we share in common. But there are a lot of things that we don't share in
common. And a lot of times people don't think before they act. I mean, it wasn't
something, as far as that instance, it wasn't something that he should say, "Okay, I'm
taking a Black man to the South, maybe I should be aware..." I don't think it's that
deep.
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Yeah.
That's not the type of thinking that I'm talking about. It's more like, "Okay, I'm
recruiting this person to come out to Oregon, should I let her know these things?"

Right. Right.
And, you do think that that's happening enough?
No, because I don't think most professors are aware of it. And, they shouldn't,
I mean, to a large degree, they don't have to. They shouldn't have to be aware of
it.

There's not a book that's written, "Make sure that before you recruit a Black person you
follow A, B, and C."
Right, right. And part of it is... I mean, even myself, if I was going to recruit
someone and they were Black, and I'm bringing them out to Colorado State, you
know, I have to wonder whether, "God, am I insulting their intelligence, or is it
something they know about." I would probably say, "God, are there any
questions you'd like to know, culturally?" Something - give them a chance.
"You know, I'd be glad to tell you what I think I can relate to you." Because
maybe they don't care. And maybe it's something that does need to be brought,
but I would at least like to give them an opportunity, if those doubts are on their
mind, if I felt, for some reason, that there was some apprehension I would
definitely then bring it up, you know.
So it's not always a cultural thing with a lot ofpeople. You know, a lot of people will fit
in wherever they go.
Right.

And it doesn't matter if they're the only person, or if they're going to be the only person
for the next 25 years, some people, it just doesn't matter.
Yeah. And it makes it difficult, because, you know, you're trying to be, I don't
know, fair to the other person, and give them a right to, God, if they know that,
and they want to come here, why do they have to listen to
and they
whatever I think I need to tell them. And maybe that's the wrong way. Maybe
I should just go, "Look it, the attrition rate is high enough that I m going to tell
you this,' no matter what. But, and you know, I don't know what the right way
is. But, I think if they're smart enough to... well, not even smart enough,
there's enough smart people, but if they're willing to go through this process
then maybe they've thought a little bit about what they may be going into. So,
I'll at least make sure I mention it, so that they know that if they want more
information along those lines, ask me.
Right, and there's someone that can give it to them. There's always this talk about
recruiting the cream of the crop, you know, "We're going in and we're getting the best
ones out of this major, out of this field, what about the ones who aren't in the top one
percent, or, how do we deal with that? Do we go in and we have... there's some biology
majors, or there's some other wildlife biology majors, and they will do the job, but
they're not making A's and B's.
Yeah, now, are you saying as minority students, or just as students, period?

Just as students, period.
Yeah, and there's... and, because now I'm in the stage where, "Okay, we're
going to recruit graduate students," and part of it says, okay, science goes
forward by having good ideas, and so you go after the best you can get. And,
that's good, but it's, to me, how you define "best". I mean, one way is to look at
grades, and I think that would be successful, and we can look at GRE's and
look at SAT's, you know, all those scores, and those are important, but, I mean,
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to me meeting the person is important, and it's a willingness and a desire to go
on. And, most professors, I say, start at that level and say, "God, I want to
recruit the best I can." But what that criteria is may be looking at specific
courses, it may be looking at the university they came from, but the final
decision is, "If I have the money and the project, I'd like to me 'em." Because,
in some respect I've heard... there's two ways, it says, sometimes I'd like to see
the students who's muddled around a little, but they have really good GRE's,
and it shows that, well, they're smart, but they sort of chose what they wanted
to go study in. And, on the other hand, they said, "Well, God, when I get a
straight A person I don't know what to think? I mean, you didn't get a B? What
is your life like?

All you have are straight A's.
So I don't know exactly. I mean, I have to go base things on something, so if I
had some position open, I mean, I would look at grades, and I would look at
GRE's, but I'd also listen to, you know, those little things that we all have to
write, like "What are your goals in life?" And, I don't know how much
weight... there's references, but, to me to go on to at least to the graduate school
level, you know, there's a lot of things that play... I mean, I've seen students
that were far, far more brilliant than I was, but, you know, graduate school
wasn't for them, and they didn't make it. On the other hand, I've seen some
smart people who are farther than I am now.
What made you decide to do your Ph.D.?

Umm, well after I got done I had an opportunity to go work for a racquet club a
tennis club, and this was a family business, and it was sort of tough also, to,
you know, okay, God, I can go back, work for my folks, it's a chance to work in
business... I can go back to school, or go into a profession but if I can't go back
and do racquetball, but I can do the other.

Uh huh.

And I actually told them, I said, "God, I can probably guarantee you up front
two or three years I'll have had enough, and I'll either go work in wildlife
biology, or I'll probably go back for a doctorate." And then, in three years I was
ready.
And so, you worked in the tennis racquet (interrupted)
Yeah, yeah.

In the racquet business for three years?
Yeah
And then you went back to school.
Right.
Okay, so you knew that you wanted to go back to school --was something that you
wanted to do.
Yeah.

Okay. I'm going to stop real soon, because we've been at this for awhile. But, the big
thing that is pressing for a lot of people is when they go to high schools the first thing
the students want to know is, "How much money do you make?"

Yeah, I guess my answer to that would be, "Well, how much, realistically do
you want to make, and how much do you think you'll make?" Because, you
know, I think that's a common question, and at certain ages and they're not
going to listen to you, it doesn't matter what you say. Take my nephew, he's out
of high school, and he's wants to get rich quick. You know, if they're at the age
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where they're asking that, then I'd say, "Well, how much is enough?" And let
them respond, first, with what they think is a good wage. And then tell them,
"Well, this is a lot less than that", or "you know, you can make it." But, I think,
you know, if you really compare it to a lot of jobs, even on the level of a college
education, you know, someone could say, "Well, God, okay, would you rather be

a teacher? Well, we make more than teachers", you know.
Okay.

"Do you want to be a physicist, you could probably make more money." But, I
think we're actually, you know, we're average - we may be a little below
average, but then the other thing I can add in is, "Yeah, but I think you'll enjoy
your job a lot more than other positions."

So your Masters degree is in?
Well, they all say Fisheries & Wildlife Biology, but I've been more...Wildlife
oriented.

Is there anything else that you'd like to add, that I haven't asked?
No, I'd be interested in your results, though.
Okay. Thank you.
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Today is June 8th, and I'm with Ralph Crawford. How old are you, Ralph?
Thirty-eight.
And how long have you lived here in Corvallis?
Since February 28, 1984.

And what do you do now, here in Corvallis?

I'm a plant pathologist with the Pacific Northwest Research Station U.S.D.A.,
Forest Service.
Okay, how long have you been working as a plant pathologist in this research station.
Since 1984.

So you moved here...

Moved here specifically for this position.

And where did you move from?

From Atlanta.
And what did you do in Atlanta?

In Atlanta I worked at Clark College, as an instructor for General Biology.
And what do you have your degree in?
Biology, with a concentration in Plant Pathology and Mycology, from Atlanta
University, which is now called Clark/Atlanta University.
So when you got your degree you just continued teaching there, or did you do anything
in between?
No, I continued working there. I started working as a lab instructor, while
working on the degree.
And you were working on your...

Masters.
And where did you get your undergraduate?
Voorhees College in Denmark, South Carolina.
And what did you get it in?
Biology.

So you've been interested in biology in undergraduate and graduate school.

Graduate school.
Why biology?

Subconsciously it may have been because my mother taught me science in high
school.

Oh, okay. So your mom was a science teacher?

Uh huh, yes.
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What high school did you go to?

I went to... it was called Terrells Bay High School. Integration occurred in
1971, and we Then were required to attend Rains Centenary High School.
Okay.

So, technically I graduated from Rains Centenary High School.
Was it the same school?
No.

Did it just change, or you move to another school?
We moved to another building.
Oh.

The school - Terre lls Bay, which was, at that time, a Black high school, or
African-American high school, was built in 1950's, it was one of the post-war
buildings, and after Brown vs. Board of Education, Topeka, Kansas, in 1950,
schools were supposed to be funded equally or integrated. This was supposed to
be done with all deliberate speed. But deliberate speed occurred in 1970, and the
decision was made throughout the entire South that regardless of the conditions of the building, traditionally, the African-Americans had to go to the
buildings that the Caucasians had.
And so, it didn't go the other way?

It didn't go the other way.

Hmm, I was in South Carolina in 1970 and I didn't know [that integration took such a
long time]... what town were you living in?
I was in a town called Rains, which is about 30 miles out of Myrtle Beach.
Okay.

It's in the coastal plains, but it's in the Pee Dee Region. Which is primarily an
agriculture and rural setting. That's where you have, probably, in the coastal
plains, down through the low country have the greatest concentration of Black
folks, from that area, over to Columbia in the mid part of the state.
When you were growing up, did you grow up in - would you consider it rural, or what
would you call it? The area that you grew up in.

Rural. We grew up on a farm.
Okay.

We had our own farm.
How many people are in your family?

I have two sisters, one brother, and my mother. My father died when I was
about 12.

Did he farm the farm?
Yeah. Uh huh, we were farming the year he died. We raised tobacco, corn and
cotton.
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Okay.

And he died in July - right in the middle of the season.
And you had to finish...

Yeah, we had to finish.
And was your mom active on the farm, as well?
She had to be - yes.

Even before your dad died, was she active?

Yeah, she did some things. I think maybe that's why people do have kids.
(Laughter) No, we worked. We worked. We were given instructions, and we
followed them.

Did you keep the farm even a long time after your dad passed away?

Yeah. Well, we still own the property, but we no longer farm. She just leases
the farm.
Does she still work, or is she retired?

She's retired now. She retired in 1980, when she was about 55. Because she
started teaching when she was... she said she was 19 or 20.
She started teaching?

Uh huh.
And did she teach biology when she started out?

Yes. She taught biology the whole time. I suspect though in the 50's, she may
have taught more than biology, but at that time that's basically because some of
those school houses had probably two or three rooms.
Did she move to the Centenary School, when it changed over?
Yes she did.
So she stayed with the high school?

Oh no, no, no, she didn't move. She stayed at the middle school. See what
happened, when they had the integration, the white teachers taught the upper
level grades, and they became the principals, and the Black teachers taught in
the middle school, and the principals became assistant principals. That's what
integration did.

And the principals that were at the all Black schools (interrupted)

They became assistant principals.
At the white schools?

Yes. Or either they became principals at the middle schools, but they were no
longer principals at the highshcool. The only person who kept his position was
the head basketball coach. Because he coached the girls and the boys. And, of
course at that time, it was about the only thing that we dominated.
Did you play sports?

Yeah.
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Did you play basketball?

Yeah.
Did you play in collage as well?

Just for a little while, and I also ran track for a little while.
When you decided to go away to college, what was your motivation when you went to
Voorhees.

I didn't go to Voorhees initially, I went to a school called Wofford,
Oh, okay.

I call it Strong Thurman - Stronghold.
Yes, I know Wofford.

At that time there were 20 Black folks, out of a population of about 1200 whites.
I guess what was very interesting was my first roommate. Actually, I got there
before he did, and selected the bed that I wanted. I put my girlfriend's picture
up - and naturally it was somebody that was Black. A couple of days later, his
parents came by, and he talked to me, and said, he didn't have a problem but
his parents had a problem, with him rooming with somebody who was Black,
and that they would prefer him not going to school, versus having a Black
roommate.

Are you serious?
Yeah. So, we had to go to the dean to resolve the issue, and basically they said,
could keep the room. Well, what also happened was that my brother had gone to
Voorhees, he was a junior, and he transferred up to Wofford. At that time they
had this push to get African-Americans in the institutions - and probably for
financial reasons. Everything is done for business.
What year was this?
1971.

Okay.

His roommate never showed up. So, eventually he and I roomed together.
And, you know, both of us stayed there for about two and a half years well,
three years. I didn't get kicked out, but it had gotten to a point where I did my
amount of fighting. Some would call it militant, but I became very expressive. I
didn't mind expressing my thoughts. Because there were a lot of things that we
were subjected to at that time.
Uh huh.
And then I left school, and I got my license as an Emergency Medical
Technician, when they first started the EMS service in the county. I worked
there for a while, and then I figured out there was only so far that I could go, or
so many things that I could do, then I went back to school, and I chose
Voorhees.
Okay.

Because of past experience I didn't want to go through some things again.
And id Voorhees predominantly Black?
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Yes it is a predominantly Black, private, Episcopalian school. We had a lot of
family ties with it. A couple of my aunts and uncle had gone there. Actually my
oldest sister graduated from there.
Oh, okay, so most of your family had (interrupted)

Yeah, my family had gone there. But, sometimes you have this illusion that
when money is available you go certain places, just because the money is
available, and sometimes that s not in your best interest. But you learn by the
mistakes you make.
The money was available for you to go to Wofford?

At Wofford, uh huh. But at that time some of the schools were still struggling
the smaller, historical Black colleges and universities didn't have a lot of
money. [compared to predominately white universities]

-

Okay, so when you got to Voorhees, did you know that you wanted (interrupted)
I went there specifically for biology.
Oh did you?

Yeah, because I had worked as an EMT.
Okay.

I wanted to go into the biological sciences not necessarily to get into medical
school -I had no idea what I wanted to do, but I knew that I did not want to go to
med school by the experiences that I had on the Emergency Medical Services.
What kind of experiences did you have?

People scream when they're hurt. It's not like something you see on TV. And I
just didn't want to do that. I wanted to be involved in the biological sciences.

Yeah. That's about like me. I would have been pre-med, and I didn't want to do that,
either.
Oh, okay.

When you decided that you didn't want to go that mute, what route did you take?

I went to Atlanta University to graduate school.
Okay.

And I studied Mycology, Plant Pathology, within the Biology Department.
Well how did you get from Pre-med to Plant Pathology and Mycology?

Well you see, at most Black schools they don't have a Botany Department they
don't have specific departments. They will have a Department of Biology, and
within that Department of Biology you may be required to take Plant Myphology,
General Biology, Biochemistry, Physics - you have the different core courses
that you must take.

Right, right.
So when you do go to graduate school you have a feel for where you want to go
and you haven't gotten yourself locked into a specific field - you have a broader
experience than you may have at some of the other institutions.

Okay, so when you were at Voorhees you took plant...
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Took plant courses.
And did you like doing that?

And, I guess, it may be because I had grown up on the farm, that has some
influence on it. But I really believe that the experiences that I had on the
Emergency Medical Service wagon, that may have enhanced my desire to go
into plants more so than some medical field or medical-related field.
Okay, so you went from one Black college to another Black college?

Yes, uh huh - from my undergraduate to a graduate Black college.
What was your experience at Atlanta University? How did you fit in?

I fit in very well. As you know, what was called the Atlanta University Center
Complex was the largest consortium of historical Black colleges in the world,
because you actually have five schools - right there in close vicinity - with three
of them being separated by a street.
Okay.

There's Atlanta University - or what was Atlanta University, Clark,
Morehouse, and Spelman the four of them were separated by a street, and a
couple of blocks over you had Morris-Brown College, and you had the
Interdenominational Theological Center, which was, of course, for training for
the ministry. It was a good experience. I was a little apprehensive coming out
of the country and moving to the city - but as far as the institution itself, other
than it being challenging academically, I felt at home.
Why did you feel at home?

I could associate with the people that looked like me.
Okay.

We had a lot of diversity of people from all over the world, people who had
different political views, who dressed differently, so you didn't necessarily stick
out.
Okay.

You didn't have to worry -- whatever you got in class, from an academic
standpoint, the fact of race was eliminated.

Can you remember having a mentor at Voorhees, or a person that guided you into
Plant Pathology or Plant Mycology, or who was real encouraging to you?

Yeah, the Department Chairperson, who was an Indian, yeah, he encouraged
students to go to graduate school. As a matter of fact, when we were at
Voorhees, probably and 40 percent of those who graduated out of Biology went
on to graduate school.

And it was because of the department chair?
I don't know if it was because of the department chair, or just the air of that
time.

Hmm, that's a lot.
As a matter of fact, we had the largest group of [bioloul students in graduate
school, at Atlanta, when compared to other large HBCU's such as: Howard,
Dillard, or Xavier.
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And isn't Voorhees a much smaller school.
Yes, and at that time it was approximately 800 students. But we still had the
largest block. As a matter of fact, in the plant sciences there was Jimmy
Reaves, Albert Hayworth, Joe Gaskin and myself- 40 percent of the people in the
plant sciences, pathology and mycology came from Voorhees.
And do you know if they're still in that field now? Working in it?

Yes. Jimmy has a Ph.D., Joe has a Ph.D., MD and Albert has a Ph.D. [probably 80 percent of the Vorheese alumni who went to graduate school in
biological science have their Ph.D].
So now, you've come from Clark - when you said the head of your department was

Indian, was he Native American Indian, or ...
East Indian.

East Indian. Okay. So, when you got to Clark was there anybody there that was
looking out for your best interest?

Yeah, uh huh.
One person or quite a few people?

Quite a few people but one person in particular actually took the time to sit
down and talk with me to make sure that I understood what some of the
available options were. Yeah, he was there. [John E. Mayfield, a black
professor at Atlanta University]
Okay. And how important do you think that was, for you?

Okay.

It was extremely important. That was the first opportunity for establishing a
mentor, or a mentor relationship.
With a male. Somebody who actually looked just like me. And that was
extremely important.

Okay. So, I'm trying to make sure I get all the background information before we
proceed to the present. What types of things did you do as far as internships or any coops?

Yes, I did. My first experience for summer employment - I came out West to
Bend [Oregon]. I worked three summers while I was in graduate school. And
that's actually how I developed my project my thesis.

And what was your thesis?
I looked at foliage fungi associated with specific types of shrubs in areas that
were being regenerated after a harvest or fire.

Okay. So you came all the way to Bend three summers in a row.

Uh huh.
Did you choose to come out here, or did someone say, "Hey, go to Bend."

Actually, I had an option to go to Idaho, but I was encouraged to go to Bend.
There were two others from the graduate lab at AU (Atlanta University) who
worked in locations the previous summers. One person lived in bend and the
other live in Corvallis [Oregon]
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Did you have an opportunity to talk with him [the person in Corvallis] about his
experience coming out West. Leaving Atlanta? What kind of things did you experience,
or what did you share with him?
What did they share with me?
Uh huh.

The guy who came to Corvallis, did not have a pleasing summer.
Why?

I'm not quite sure. I've never really got the full scoop on it, but actually he
stopped school after that. He had a difficult time when he came to Corvallis.
Uh huh.
Now the guy that went to Bend, it wasn't the easiest place to go, but he
continued on. Because the people that he worked with were very supportive.
I'm not quite sure who the guy worked with when he came here to Corvallis.
Okay.

And I think they tried to create an environment for his development. And, I'm
basing that on the way that they treated me when I got there.
You worked with the same people?

Yes, I worked at the same lab. Although we were doing different things, I'd say
the summer of '79, and I came alone the summer of '80, and he was not there.
But then we did go back to work together the summers of '81 and '82.
So, was that important to have someone come out here with you?
Yeah, it changed my whole perspective, and the psychology of it of how you live
and how you perceive things. When you have somebody that you can sit down
and talk with, and not necessarily be concerned of how to express yourself, but
somebody who can readily identify with some of the problems that you may
have, or who has had similar experience and can interpret some actions by
others based on historical perspectives, you feel comfortable.

Okay. When you came out by yourself, what was the difference between coming... I'm
trying to get to the feelings that you had with him being here, and the feelings that you
had when you were alone, how was that interaction different?
Well, actually it was a lot lonelier. Yes it made quite a difference when he was
there and when he wasn't there, for the fact that you always had somebody you
know there. Even if you disagree, that push come to shove you had someplace to
go for support.
So you finished up at AU what did you do then?

I worked at Clark for two years.
Two years. Then, how did you get the position here? [at the USDA Forest Service
Pacific NW Research Station]

Well, because I had worked three years, I had expressed an interest in
obtaining a position with the Forest Service. It really didn't matter where that
wasn't the highest priority. It was a way to develop a career. And the when the
opportunity arose I accepted the position, and when they offered it I accepted
the position.
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I've talked to a few people who worked for the Forest Service, and they considered the
Forest Service - or USDA - a really good agency to work with. Have you experienced any
difficulty, or any isolation?

Sure. In any organization there's some good and there's some bad. There have
been people who have supported me, and then there's been other people who try
to actually crush me. So to say everything is hunky dory, or that I'm always a
happy camper, no. I'd be lying. As an organization, of course they've been
supportive in a lot of ways. As a matter of fact, they have supported me getting
training for a terminal degree. That was not the easiest thing to accomplish
because some people did not believe that you should go to a historical Black
college to get a terminal degree. There has been "the good school" question,
however one would define 'good school" the USDA has been supportive in this
effort.

Okay. And you're going to Alabama A&M for that?
Yes.

And how difficult was that? What were some of the things that you came up against?
Again, I have to refer back to the "good school" concept. When people say,
"Well, that's not a good school", I always have to ask the question, "If we're in a
science environment, and you're somewhat analytical about it, the first
question is how much do you know about an institution?" And if they tell you,
"Well, I really don't know anything about it", then you have to make the
assumption that they're basing a judgment purely because this is a historical
Black college or university. If they have no knowledge of it, then it's not valid.
And that's something I guess we've always had, as a group of people, we've
always had to deal with.

That's really odd, because the majority of the Black scientists come out of
predominantly Black universities.
They do.

And if they're not good schools, how come they're turning out so many scientists.
I would suspect, 80 to 90 percent of them, have gotten their Masters from a
historical Black college. And I suspect 80 to 90 percent of them, once they get a
terminal degree from a predominantly white institution, go back to a historical
Black college to work. So, actually what you get from a historical Black college
or university, you're getting people who were trained at the supposedly "good
schools". So then the question comes up, how does that make the education that
you get at a historical Black college inferior? Because the people who teach you
went to...the predominantly white schools to get their Ph.Ds. And that's why I
don't buy into the theory of "good schools". Unless they are automatically
saying the schools that they went to weren't any good.

This summer you have two students here with you.

Uh huh.

And they're from...?
One's from Alabama A&M and one's from North Carolina Central University.
Every year that I have been here there has always been student employees
Have you always recruited summer student employees?
There was this one other guy that was here in the past, a Black pathologist - he
came up in '85, and he left in '88, so that cut the population in half. (Laughter)
Why did he leave? Did he get a new job?
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Yes, he's back in Alabama. He actively wanted to leave-- he pursued getting a
different job. Yes, he's back in Alabama.
Why did he leave?

Well, his wife didn't exactly like the environment.
She didn't like living in Corvallis?

Umm, probably a lot of things that she didn't identify with. And I think it takes
a special personality to severe all ties from everything that you know. If you
grew up in a predominantly Black neighbor-hood in the South -- it's not the
easiest thing to do to severe all ties, to go across country, where you have no
relatives. The culture's just different.
It is different.

And she just didn't like it. She was not hesitant in saying that she did not like
it. So, I guess in the best interest of family unity he pursued a career back on
the East side of the Mississippi.
So, just taking that as the standpoint of the student, this guy comes out with his family
- what about a student, like the students that you have now, you get them out here
during the summer, you have two out here now, do you advocate that two come out
each summer so that they would be. together or, have you ever have a situation where
one came out alone?

At this point, no. This year they are here because we've written two grants,
specifically, to establish a relationship with those two schools.
Okay.

And, I'm not aware of that occurring anyplace else in the station. In the past,
each year we have received grants, or funds, to hire students from historical
Black colleges and universities. I have recruited for the Forest Service since
'88, for summer employment, when funds have been available. And, at this
point we've been fortunate enough that we've always had funds to hire more
than one. Now, in some locations, at some of the labs, you may have only one.
Right.

But, what we do is we stay in close contact; they will either come out and spend
a weekend with my family. Or, we stay in close contact. If they have problems
they know that they have support mechanisms.

So, is that important? Do you see that as being an integral part of the program, that the
students have a support group, or a support system?

Actually, I think it's extremely important they understand, or they have a
sense that they're not out there alone. And I'm basing it on how I first got
started in the Forest Service - well, with the summer program. It was
extremely difficult the first year I went to Bend, because nobody was there-culturally. I didn't know anybody, and I didn't see anybody that looked like me.
And surely there wasn't anybody that talked like me. Or used the same jargon.
And it is extremely important for productivity from the standpoint the more
relaxed you are, the more creative you can become, and the more efficient you
may become in completing any research task that you may start. So that's an
integral part of having someone there that you can readily identify with.
How realistic is it to recruit one person to come from Columbia, South Carolina?
To come here?
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Yes, to come here. One person from Voorhees to come here.

For summer employment?
Uh huh.

At this point we haven't had to experience it. Whenever I've gone on recruiting
I've tried to be "straight up" with them, and tell them that this is what the
environment is like. This is how it's different. I always make a spiel that they
are making an investment in their future.
When you say they?

The students.
Okay.

If they are offered a summer job -- for the ones that work with me, or work with
our group -- I always tell them that it's an opportunity for them to make an
investment in their future. Number one: they're going to work, and get a
meaningful work experience to find out how science is conducted, what occurs
in the labs, what ecosystems may be like, and then they can decide whether or
not they want to go to graduate school or whether this is an area of interest to
them. And for the price of a plane ticket --because they do furnish their own
transportation -- at least it's been that way in the past. It is an investment.
And I think it's a meaningful investment. They are given significant
responsibilities, so whenever they come and work with us they don't come in as
a number. Or just to be put in the corner and say, "Oh, yeah, we have somebody
here", you know, and look at the person.
Have you known that to happen in the past?

Yeah, I've heard of that sort of thing happening in the past. That they do get
students in, in the science environment, but they never get acquainted with the
science.
What happened?
They may tell them to read, or do something - I don't want to say meaningless but non-significant in development from a science perspective for them to look
at career options, and to find out how science may operate.
Another one of my concerns is a person like Deneen [summer intern student working
at the research lab]

Uh huh.

She's a drama major right?
Yes, she's a drama major, but (interrupted)
With a minor in pathology.

Uh huh.
What do you do to say, "Deneene look, this is a perfect career option for you"?

Okay, for the lab work they're doing now, they have the basic biological science
knowledge, and they've been exposed to it through their course work, and they
have some lab work experience. You are correct., Deneen was a drama major,
and after three years of being in drama she decided to take a couple of courses
in biology and she expressed a desire to get more biology experience. She
worked around in the lab for the guy who was actually my major professor, at
Atlanta University, who now works at North Carolina Central. We had a grant
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that was funded. I went to talked with him, and we interviewed a number of
students for the position. And, because she seemed to be energetic, creative,
and had a willingness to learn, I thought that this was a good opportunity for
her to come and get the experience.
How important is it to you that a recruiter understand the axiology of the students they
recruit?

It is extremely important because in understanding the student's axiology, the
communication process is enhanced and it increases the chances of the student
having a positive and rewarding experience. Whenever I've been involved in
recruiting and a young adult has to go to an environment where they may be
the only [black] person there, I will talk to them about the experiences that I've
had. But by the same token, I will call the person who is a supervisor at that
location and try to make sure that they understand that this is as traumatic to
the student coming there as if they [the supervisor] had to go live in the inner
city for the summer. So that they can at least try to understand that... you know,
put yourself in this person's shoes - it's not to say that you hold a person's hand,
but understand what their culture is.
Okay.

And that you honestly make an effort to integrate them into whatever project
that you may have, versus just bringing them in and saying, "Okay, well yeah,
we've done our part, the burden has been lifted." No. They have responsibilities. The student has responsibilities, but also the organization, or the
individual who's doing the hiring, at the supervisory level, has a responsibility.
To make sure that person is treated fairly, and equally, as anyone else. And
that's the responsibility of a role model, to make sure that they go beyond just
talking to the student.
So, how actively are you recruiting students? Do you do it year round, or during the

summer?

I just do it during the summers. This year the only funds available were the
ones that from specific grants. In the past when there have been moneys
available throughout the station, work units would make a request to hire
students from a historical Black college or university. I always talk with the
individual who did the requesting to inform them that there were some things
that they should expect, and there were things that would make it comfortable
for the student to become more productive.
Okay.

And that's the bottom line.
Do you think that that's missed a lot of times, that they don't have a person that's
insightful telling them, "Look these are some of the things, 1, 2, and 3, you're going to

have to know"?

I'm not sure. I don't know if that happens in other organizations, or with other
groups, but that's a commitment that I've made in myself. And the driving
force is that I know what happened when I first came in. And I don't want
anybody to experience what I call "emotional trauma."
And it's just by going out to Bend and being alone, or was it more than that?
Well, it was probably going out to Bend and being alone. Because they people I
worked with - they did everything possible, at least the majority of them, did
everything possible to make me feel at home.

But after 5 it's another story.
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Then it's a whole different ball game. Because then you're talking about the
community. Even though these people would periodically invite you to dinner,
and do certain things, they still had their own lives to live. Of course they
couldn't just alter their summer because here comes this kid.

Because you're here.
Yeah. And then, you know, you have to deal with - depending on the type of
community that you go into - some communities have less exposure to diverse
ethniticities than others. And that's something that you have to deal with, as an
individual.

What are we going to do to increase the pool of African-Americans coming into natural
resource careers?

That's a tough question, because, at one point it may fluctuate that you may
have this increase and decrease... I believe visibility is the key.
Of?

Of African-Americans in the sciences.

How important do you think it is that we have African-Americans in Natural
Resources?
It's extremely important. Because of the diverse ethnenticity, we all have a
responsibility for the natural resources, and we all have a right to share in the
natural resources, equally. We have as much right, and we have as much
responsibility to manage those resources. Sometimes groups have not been
aware of their rights, or their responsibilities, and that may be an historical
perspective that may have limited their vision, but we all have rights and
responsibilities. So it is extremely important. Because no one group, or one
person, should have all of the cake, or all the pie.

Do you think that African-Americans have as much interest in Natural Resources?
When you compare the social climate to the environmental climate right now, how
would you compare the social climate now to the environmental climate? In the
African-American community, maybe.
I think that any time when you, from a socio-economic standpoint, the less
money you make, the less time you have to go out and explore other areas, other
than the fact of just trying to survive. I think historically that's where we've
had to expend most of our energy, just on surviving. Of course, when you make
more money you get to see more, and you get to exercise more options. As the
economics change, within our community, when we get more economic power,
economic leverage, then of course we will have the opportunity to become
involved with more activities. I don't think, at this point, that it's a disregard
for the environment, I think it's exposure. We don't have the energies or the
resources, at this time, to focus on those things as much as some other groups.
Of course we have segments that are focused on environmental issues. If we
look at Marvin Gaye - to me he was one of the first modern day ecologists, or
naturalists, with the song that he made, "Mercy, Mercy Me," I guess in the late
60's or the early 70's. So it's not like, as a community, we have not been aware
of environmental issues, I think, but as a community collectively we haven't
had the resources or the time to focus on some things, beyond survival, and
developing a comfortable life for ourselves and our families.
So, it's just a day-to-day survival struggle.

Uh huh.
And it goes back to the point of how do you go. about developing a pool... you can't go to
let's say Corvallis High School to get a pool of black students. You could go -- I'm not
saying that you couldn't go. But how do you go to intercity Portland? Programs are
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coming up all the time, we want to get these intercity students into, you know, some
type of outdoor school-like experience. I don't want to say Outdoor School, but outdoor,
environmental-like type educational experience. How do we motivate the students to do
this, or to want to do this?

I think there has to be a commitment by whatever the appropriate organization
is to make the investment. And when I say the investment, the funds to create
the program, to make sure that it is structured to create and develop continual
interest by the target group. And that means, having to bring people in that they
can identify and feel comfortable with. The additional resources, of course,
would be programs, whether it's volunteers, it doesn't have to be paid.
Right.

For example, spend a week in science-type program: Mentor Day, or Career
Day. Chances are they would not send five Black scientists to Alsea, Oregon, to
try to develop interest in the students there. Because chances are the students -and I'm making a very big assumption -- chances are they're going to spend
more time looking at them because this may be their first time being up close to
somebody Black. You know, that may not be a sweet analogy, but chances are
they're going to spend that time focusing on something else, versus focusing on
the issue at that time. So that's what's going to have to be done with the
available resources. Make resources available to invest in the structure and the
function of those programs.
Okay, to keep going on viable recruiting tactics or efforts, how can we make the
recruiting efforts viable? Or stronger?
The people selected for recruiting efforts, they've got to have a commitment to
see it through. And they've got to understand the big picture.

What's the big picture?
The big picture is to increase the pool of African-Americans in the sciences.
Right.

And that's the big picture. And that's why I say, they have to have the
commitment, and when I say "the commitment," that is to be able to
communicate with the kids from all socio-economic levels within the Black
community. So that they can at least see some relationship with what you're
talking about. And, you know, you don't go in with the "Mack Daddy" attitude,
or you don't go in with the "I'm holier than thou," but go in realistically, and
make and assess the most effective way that is needed to reach young adults, so
that they can understand what I'm talking about.
I think that's important. You have to be real with people these days, you can't go in,
and you can't give them all these grandiose things, and it's not grandiose. The plan
isn't as grandiose as the real thing. And you can't make all of these promises, and you
can't say, "Oh, you'll go out there and you'll just love it."
Give it to them "straight up". Tell them the good and the bad. Because if it's
legal it should have two sides. At least, that s what I'm taught about coins.
There's always two sides to the story. And you try to be as realistic in your
presentation of what the good and the bad is. So that you establish some level of
validity.
And that's important, you have to know. Especially with students these days, because
they want to know how much money they're going to make.

Uh huh.
Whenever I tell students that I'm a wildlife biologist, the first thing is that I'm getting
bit (interrupted)
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By the bears.

Yeah, by the bears.

Yeah.
Do you think that there are any myths about natural resources ?
Well, I think with the Natural Resources, from a historical perspective, we
have been limited up until the '70s. Our occupations, primarily, or the mass or
people, especially in the South, we were limited to farming... and that was not a
glamorous job. Most people who had experiences with that [farming] shy away.
It was not an enjoyable experience, they didn't make much money, and you
came home tired every day. You just didn't get ahead. Most people who grew
up in a rural area were below the poverty level. They made less money. And
then it may be that that's why everybody left the South and went to the North
the great migration. And that's going to have an impact when you talk about
agriculture and Natural Resources. Some of their responses are typically - and
they've heard it, probably, from their parents. I sure as hell don't plan on
working in the field anymore. I've had my share. You get on out there and
work in that hot sun.
Exactly.

Because that's their reference point.
So what do we have to do? When we go to schools, especially if you go to schools in the

rural South?

Be straight up with them and say, "Look, this is how it is. It may be as tough as
plowing with a mule, or digging a fire line, but it's a different environment.
You can find out how tough you are, if you want to do that." That may be kind
of macho-y sounding, but that's for both male and female, I just tell, I say,
"Look, some things are just tough and hard. But when you re finished you
always have the sense of, 'I kicked it. Yeah, I kicked that baby'. And you get a
level of accomplishment. You actually may have pushed yourself more than
you think that you are capable of doing, whether it's from a physical standpoint,
or from a mental standpoint, or a combination of both.
So, you do both - you're a plant pathologist, and you're a recruiter. Are you a recruiter
by your own accord, or did you say, "Hey, look, I want to do this", or did your agency

ask you to do this?

I requested to do it. I have a certain level of commitment to what I consider the
community at-large. If there's an opportunity for me to give information back
to the community, because I owe the people who came before me - in that way I
can never repay my debt I owe my mom, and I owe all the people who worked
like hell on the farms. My grandparents. I owe these people. The only way that
I can start repaying my debt is to make sure that other people behind me have
an opportunity - because that's what they did for me. It's for the people who
came before me. And that's my commitment, to them. At least I hope to afford
them the opportunity to make a decision. And I hope to be able to give them as
much information as possible, so that they can make their decision.

What do you see... oh, well, I guess that is your role. Because I was going to ask you
what do you see, your role, in the big picture of it all?
Well, that's to give as much to the people behind me as was given to me earlier.
As I say, I owe the people in front of me, and the only way I can pay them is to
make sure that I give, to others, what was given to me. Keeping in mind that I
am trying to pay a debt to the people who came before me. That's what my role
is, to make sure that whatever information, or knowledge, that I may have, will
increase the betterment of African-Americans and the world as well.
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Are you an outdoorsy person? Do you hunt?

Yeah, I hunt, fish, "hoot owl" and the whole works. So, I guess you can call me
a kind of outdoors person.
Do you and your wife... does she hunt and fish?

Yeah, she fishes. And talk about the environment.
Do you camp?

Yeah, we camp periodically, in the places that have bathrooms, (laughter)
where you can go shower, or you can go sleep in the truck if it starts raining.
Convenient camping, yeah.
Okay. Can you remember if your family was outdoorsy, other than living on the farm?
Did you hunt when you were growing up?

Yeah, I hunted when I was growing up. My uncles and father used to hunt.
And that was a way of supplementing meat.
It wasn't exactly to hunt for recreation, or was it both, or a little bit of both?

Yeah, we ate what we killed.
Uh huh.
So, I don't know if you call it recreational or subsistence, but it was an enjoyable
thing. So from that standpoint, yeah, we did that.
Can you remember your very first job even when you were younger?

Sure, other than working on the farm?
Uh huh.

Yeah, I worked at a tobacco factory. In South Carolina.
Processing?
Yeah, processing when the farmers would bring tobacco to the warehouse to be
auctioned, people had to move this tobacco around. And they were generally
were 200 pound sheets. I was probably 14 or 15 at that time. My first hard core
job, other than on the farm, you know, because I'd always worked on the farm,
doing something. Whether it was our farm.
So it's not really a twist of fate that you ended up in plants.

Probably not. When you look at everything and take everything into account, it
probably isn't. And that's what we were talking about, the exposure, why we
don't have some people in certain areas. Most people won't do things they can't
identify with, or have no experience with. That's just human nature. I don't
think that has anything to do with ethniticinty, or have some innate, genetic
thing that triggers who is in that ethnic group. I think exposure is the key It's
like anything that you do, if you do it continuously you're going to develop a
certain level of confidence and comfort with it. Then you become the expert, I
guess.
Maybe. With you already knowing that... did you really know that was what you
wanted to do? Did you always know that you wanted to be a plant pathologist?
No.
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You wanted to...

I looked at the opportunities when I got to graduate school, and when we talked
about mentorship, when our major professor sat down and talked to us, he
said, "Look, these are the opportunities, these are the sorts of things available ,
and this is why it can be exciting. You can develop a career if you want to do
certain things, and this is what it will take to go for a career.' And that, in a
sense sort of steered me. Even though I had experience in a lot of other things I've had summer jobs in yarn mills, brick mason helper, steel mill, and that
kind of stuff, so I had a lot of different jobs. So, I guess the guiding force was to
actually having someone to sit down and talk to me, as a mentor. Even though,
at that time, we didn't use the word "mentor."
What did you use?

I don't recall there ever being a word. It was just somebody who was interested
in this person's well being. And I don't recall it being called a mentor. Even
though that's what it was about. It just wasn't a term that was used at that
time, in the late 70's, and early 80's, I guess. At least not in the environment
that I grew up in.

Is there anything else that you would like to add? Because I'm basically
done.

No, I think that just about covers it. I hope I didn't say anything illegal.
(Laughter)

No. Nothing at all. Thanks Raplh, I had great time talking to you.
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APPENDIX C
THE SURVEY

*Note: This survey has been reduced to 85% of its actival size so to adhere
to the margin requirements for binding. (Original size 8 1/2 x 11)
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UMOJA
Underrepresented Minorities in
Natural Resource Occupations,
Jobs and Related Activities
A SURVEY FOR PROFESSIONALS
IN NATURAL RESOURCES

This research study is being conducted as a part of a
Master's Thesis program to find out some of the
factors that contribute b minorities choosing natural
resource careers. Please help us by taking the time
to complete this survey. When you are done, please
seal it in the envelope and return it to the address on
the back page. Thank you.
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1. Which of the following best describes your background in natural resources prior to college?
(circle one number)
1

I HAD NO BACKGROUND IN NATURAL RESOURCES PRIOR TO COLLEGE

2 I WAS EMPLOYED IN A NATURAL RESOURCE-RELATED JOB

3 I WAS BORN OR RAISED ON A FARM
4 I WAS EMPLOYED AS A FARM WORKER
5 I TOOK A NATURAL RESOURCE-RELATED COURSE IN HIGHSCHOOL
6 OTHER (PLEASE SPECIFY

2. Did you participate in any pre-college or college programs designed to interest you in your
career area? (circle one number)

1 NO
2 YES
E----> 2a. Please describe the program. Include the impact of the program on your
career choice.

3. Please list the name and location of the institution (universities and colleges) you've attended
and your major area of study and the degrees earned, if any.
MAJOR

ILITILLOIKINSAME

1

DEGREE

YEAR
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Dear Respondent,

In recent years there has been a lot of discussion concerning the under representation of
minorities in natural resources and related career. The purpose of this survey is to find out
the factors that contribute to minorities choosing natural resource careers. This study is
being conducted as a part of a Master's thesis program in the Department of Fisheries and
Wildlife at Oregon State University. In order for this study to be successful. It is important
to learn more about minorities who are currently working in natural resource fieldshow
did they choose their career paths, what are their backgrounds and perceptions concerning the future of minorities in natural resource careers.

You are among a group of professional from across the US chosen for this study. Your
participation in this survey is completely voluntary. However, to gain a fair assessment of
how minorities feel about this issue, it is important that as many people as possible respond to the survey. Your answers will be kept completely confidential. The identification
number on the back of the survey is for mailing purposes only. Reminders will be sent to
only those from whom we have not heard. Thank you for your time and effort.
Sincerely,

Hiram Li, Assistant Leader
Oregon Coop. Fisheries Research Unit
Oregon State Univerity
Corvallis, OR 97330
(503) 737-1963

Phadrea D. Ponds, Graduate Student
Department of Fisheries and Wildlife
Oregon State University
Corvallis, OR 97330
(503) 737-6216
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4. Have you ever enrolled in a graduate program?

r

1

YES (GO TO QUESTION 5 )

2 NO
> 4a. Which one of the following is your main reason for not enrolling in a
graduate program? (Circle only one number)
1
LACK OF INTEREST
2 LACK OF FINANCIAL SUPPORT (GRANTS, SCHOLARSHIPS, ETC.)
3 NEEDED TO TAKE A BREAK FROM SCHOOL
4 WAS OFFERED A JOB IMMEDIATELY AFTER GRADUATION
5 PERSONAL/FAMILY CONSIDERATION
6 LOST INTEREST IN THE FIELD
6 LOST INTEREST IN THE PROGRAM
7 OTHER (PLEASE EXPLAIN

SKIP NOW TO QUESTION 7 PAGE 3

5. Did you complete the program?
1

STILL WORKING ON IT

2 YES
r3 LEFT THE PROGRAM
> 5a. Which of the following was your main reason for not completing the program?
RECEIVED A JOB THAT PAID MORE THAN MY GRADUATE STIPEND
2 MAJOR PROFESSOR DID NOT PROVIDE ADEQUATE GUIDANCE
3 LACK OF FUNDS
4 LACK OF INTEREST
5 NEEDEDTO TAKE A BREAK FROM SCHOOL
6 PERSONAL/FAMILYCONSIDERATION
-7 DID NOT FEEL COMFORTABLE IN MY SURROUNDINGS
8 OTHER (PLEASE EXPLAIN
1

6. After you received your highest degree did you: (circle one number)

1 HOLD A POST-DOC APPOINTMENT
2 ENTER A CAREER TRACK
3 ACCEPT A TEMPORARY POSITION
4 SERVE AS A VOLUNTEER
5 OTHER (PLEASE EXPLAIN

2
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7.Thinking about your career decision, which of the following factors were very important, somewhat important or not Important when you were making your decision (Circle either a 1, 2 or 3 for each reason).
IVERY
IMPORTANT

a. Personal interests
b. Career path
c. Availability of job after graduation
d. Economic outlook for this career
e.Political outlook for this career
f. Personal happiness/job satisfaction
g.Potential job advancement
h.Type of work environment
i. Presence of role models in this career
j. Prestige of career
k.Prior work experience
I. Other explain

SOMEWHAT
IMPORTANT

NOT
JMPORTANT

2

3

2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3
3
3
3

1
1
1
1
1
1
1
1

1

2
2
2

1
1

)

1

8. Listed below are items that relate to job satisfaction. Please read each one and tell us how important is
each of the following on a scale of 1-5, where "1" is extremely important and "5" is not at all important
(Circle one number for each item).
NOT AT ALL I
IMPORTANT

EXTREMELY
IMPORTANT

a. Work force diversity
b. Salary level
c. Responsibilty level
d. Feedback from supervisor
e. Working outdoors
f. Visability of my work

1
1
1

1
1
1

2
2
2
2
2
2

3
3
3
3
3
3

4
4
4
4
4
4

5
5
5
5
5

5

9. When deciding on a career, please indicate which of the following had the most, which had the second
most, and which had the least influence on you choice. (place the letter of the choice in each box).

17 Most influential

A Self-motivated
B Family Members (Parent, Brother/Sister)
C Other Relative (Grandparent, Uncle, Aunt etc.)
D Friends
E High school teacher/counselor
F Person employed in the profession

El 2nd most influential

El Least influential

G College Mentor (advisor/professor)
H Recruiter (College, Career Fair, etc)
I
Growing up in a rural area (on a farm)
J College internship experience
K Prior work experience
L A television program

M Other

3
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10. Which of the following best describes your current employer? (circle one number)

01 SELF-EMPLOYED
02 RESEARCH CENTER
03 UNIVERSITY/2 OR 4 YEAR COLLEGE
04 STATE OR LOCAL GOVERNMENT
05 FEDERAL GOVERNMENT
06 PRIVATE FOUNDATION
07 CONSULTING FIRM
08 ENVIRONMENTAL ORGANIZATION
09 A NON-PROFIT ORGANIZATION
10 OTHER

11. What is your current job title or position?

12. Please indicate your occupation level as of May 1, 1992.

1 SENIOR MANAGER/DIRECTOR/DEAN/DEPARTMENT HEAD/ (GS 14 or higher)
2 SENIOR PROFESSIONAUMIDDLE MANAGER/PROFESSOR / (GS11-13)
3 PROFESSIONAL/ ASST MANAGER/ASST /ASSOC PROFESSOR / (9-11)
4 JUNIOR PROFESSIONAL/INSTRUCTOR/SUPERVISOR/ (GS 5-7)
5 TECHNICIAN / (GS 4 or below)
6 OTHER
13. How long have you been working in your career field?
YEARS

14. Which one of the following most closely describes why you chose a career in natural resources?
BELIEVED THAT IMPORTANT ADVANCES ARE BEING MADE IN THE FEILD
2 PERSONAL COMMITMENT TO ENVIRONMENTAL STEWARDSHIP
3 PROVIDED AN OPPORTUNITY FOR CAREER ADVANCEMENT
4 ACADEMIC TRAINING
5 OTHER (PLEASE EXPLAIN
1

15. Have you always been employed in a natural resource-related career?

1 YES (GO TO NUMBER 16 ON PAGE 5)

2 NO
>15a. Please describe your previous career and reasons for career change or move.

4

)
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16. What do you feel is the greatest barrier to attracting racial/ethnic minorities to pursue careers in natural
resources and related sciences?

17. How would you recommend that natural resource agencies and educational institutions overcome this
barrier?

5
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18. What barriers/obstacles, if any, have you personally faced as a minority in your academic or professional
career?

19. Below is a series of statements related to careers in natural resources. On a scale of 1 to 5, where "1" is a
statement with which you strongly agree and"5" is a statement with which you strongly disagree. (circle
one number for each statement.)
STRONGLY
AGREE
a. Natural resource careers are not attractive
to members of minority groups
b.The lack of minority role models directly relates
to the lack of minorities entering the field
c.There is little opportunity for advancement
for people in natural resource careers
d.The number of job opportunities in natural
resource careers is declining
e. In general, natural resource careers are viewed
with the same level of prestige as are other
occupations
f. In order to be an effective mentor you must be of
the racial/ethnic backround as your mentee

6

STRONGLY
DISAGREE

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5
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25. What would you like to see happen in the future, as far as minorities are concerned, regarding career
opportunities and overall awareness of natural resource and related careers? (please answer in the space
below)

PLEASE FEEL FREE TO ADD ANY ADDITIONAL COMMENTS ON PAGE 9 IN THE SPACE PROVIDED.
8
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(ADDITIONAL COMMENTS)

(THANK YOU FOR YOUR COOPERATION)
9
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Underrepresented Minorities in Natural Resources
Occupations, Jobs and Related Activities

Umoja is the first of seven
principles of Kwanzaa , an
African American Celebration, that serve as guides
for daily living. Umoja
means unity which is to be
strived for and maintained
in the family, community,
nation and race.

Please return the completed survey in the enclosed envelope to:
Ms. Phadrea D.Ponds
337 Waldo Hall, EOP
Oregon State University
Corvallis, Oregon 97331

All of the information you have provided is confidential. The number at the
bottom of this page is used only to follow up with nonrespondents.
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APPENDIX D

RESPONSES TO QUESTIONS
16, 17, 18 and 25
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Responses to Question #16

What do you feel is the greatest barrier to attracting racial/ethnic
minorities to pursue careers in natural resources and related
fields?

A real commitment from agencies to employ and promote minorities. Also
the recruitment of minorities lacks commitment from all levels--in some
cases. Sometimes the ground level people work hard at recruiting but with
little effective support from the top levels.

The greatest barrier is the lack of role models in this field. Before I
attended college, I had never seen a black forest ranger, wildlife biologist
or even a zoo keeper.

The greatest/deterrent in attracting minorities to pursue careers in
natural resources and related sciences in my opinion is having to live in a
remote duty station. Especially for those who have a family and /or are
from large metropolitan areas
Lack of career information and role models

I believe the number one cause or barrier is a refined form of racial
discrimination practiced through exclusion from exposure to formal
education and career opportunities in the work place.

Many students drift away from natural resources [studies] after their
junior year--perhaps because there are so few role models to show how all
the hard work will be worth it. With about the same level of hard work
that it takes to become a doctor or engineer--jobs that hold a certain level
of esteem and tangible financial result
The belief that few minorities are interested in natural resource related
fields; so, if they study sciences, they take on teaching careers or don't go
to school.

I have seen much written policies on dismantling racial barriers, however,
neither the state nor federal government have implemented these policies.
Rather, much has been done to give pseudo attention to addressing
representative minority employment and to minority employee complaints
re: racial discrimination in day-to-day work place.
Overwhelming lack of funds and OJT (on the job training) for minority
candidates
Lack of knowledge of Black history and the contributions that Black
scientists have made to civilization to the point where the younger
generation fail to believe that they are not capable of a career in science.
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Lack of interest by the students and high school curriculums
The field is too dominated by White people who do not know how to
develop or manage diversity.
Lack of communication due to seemingly cold and non-responsive
individuals in the resources field. An being sent to an area that is hostile
to Afro-American.

Poor counseling by uninformed HS counselors.

The key today is for young people to be able to explore natural resources
and believe that they can achieve a reasonable livelihood doing something
positive for the future of humanity through the sciences.

Poor perception of natural resource careers by minorities.
Lack of natural resource curriculum at predominantly minority colleges
and universities

Minorities are often involved in other issues such as equal rights, that
environmental is do not become a priority.
Most people would want to believe that this agency is an outfit with a
diverse work force that reflect what the nation looks like. Until upper level
managers are held accountable for actions, you will continue to se and
hear about barriers (i.e., discrimination, retaliation, sexual harassment
and so forth). Upper level management needs to be held accountable.
It's a catch 22. People of color are not attracted to the field because they do
not see other people in the field that look like them.

The impression that these types of careers are not as prestigious as others

There are so many other careers where monetary rewards and status in
both the organization and the community are so much greater than
natural resource careers, that unless you have a personal commitment to
natural resources, it's just not worth it.
I have seen much written policies on dismantling racial barriers, however,
neither the state nor federal government have implemented these policies.
Rather, much has been done to give pseudo attention to addressing
representative minority employment and to minority employee complaints
re: racial discrimination in day-to-day work place.
Lack of education and career counseling from parents and educators/social
stigma, philosophical and cultural differences between Whites and AfroAmericans.
Attitudes of white males.
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The technical nature of this career field is probable the main factor.
Secondly there are so few minorities in these areas and even fewer in the
high exposure positions.

Not being familiar with natural resources, available options and the
diversified field.
Remoteness of work and the lack of networking groups.

Not enough information is provided to minorities on the advantages and
job opportunities in wildlife/natural resource related sciences.

The greatest barrier to attracting minorities to natural resources and
related sciences may be the lack of exposure to the field.
Contact by natural resource agencies is not made with racial/ethnic
minorities grade and high school students frequently enough to attract
them to a career in Natural Resources.
Career/guidance counselors at high schools are often not aware of the
opportunities in Natural resources. Therefore they cannot effectively
advise students with interests in those areas.
Lack of knowledge about career choices in natural resources, and lack of
ethnic diversity in communities which you work.
Through my 12 or so years of working in a natural resources profession, I
have not experiences any barriers in pursuing the career. Most if any
barriers I've encountered were based on my ability to do a job or a
perceived ability to do a job because of gender and not ethnicity.
Too many traditional foresters; knowledge of the profession by young
black people; high school and university counselors do not push this field

Low entry level salaries and probability of being assigned to an area with
low minority population
Isolation.

The lack of racial/ethnic minorities actively working in the forefront of
natural resources limits the impact these individuals could have in
aquatinting potential students of the career opportunities in this area.

I feel that the greatest barrier is to successfully inform minorities that
having minorities in this field is still relatively new and we need more to
make a difference.
Lack of outreach
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I believe that many of the racial/ethnic minorities still view natural
resources as farming. Many think, when you say natural resources you
are talking about agriculture. Somehow this image must be removed and
presented in a way that minorities will want to be involved or pursue
natural resources as a career. Also I think salaries present another barrier
when compared to other careers. I believe high school counselors are not
familiar with this area and thus steering students to other careers.
If anyone believes that racism has disappeared, you are in for a rude
awakening. It is not what the upper level managers say or believe, it's
what they do! Even with an AA degree and 17 years of experience, I still
have to prove myself.
Most blacks have no knowledge of environmental issues and/or do not
even know a career exists in this field, therefore no interest in a career.
The willingness to move to isolated locations with no diversity.

Young people may not be informed about the growth of natural resource
careers. For instance, some careers involve office work and technical
(computer) work besides the fieldwork outdoors.
People of color are not aware of the different careers available in natural
resource fields. Too many young minorities are only given a small number
of career options (doctors, lawyers, business mangers, engineers, etc.)
People are not told about forestry careers, or being an archaeologist, a
wildlife biologist, or a soil scientist.
Poor perception of natural resource careers by minorities.
There needs to be a national focus on aquatic education in public and
private schools (K-12).

There are many barriers, and just to name a few: ignorance, lack of
minority role models, lack of prestige and competition from traditionally
minority fields; lack of information that brings about wrong concepts
about the field.
Lack of visible role models in this field which in turn does not allow the
field to offer itself as an opportunity as a career for minorities.

(1) Time factor: preparation is measured in years and degrees rather than
weeks or months, and many students who have been deprived of the
"American Dream" are unwilling to delay financial gratification that long.
(2) Pay scale: natural resources positions simply do not pay as much as
other professional positions usually.
I feel the only barrier is fear or lack of information.
Feeling of isolation/lack of information about Natural resources.
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Minorities sometimes view these occupations as "white boy" jobs. For
example, most black athletes would view hockey and soccer as nonminority sports. And there could be a mentality of minorities of viewing
career selection this way.

There are few, if any natural resource courses available at predominately
black high schools.
I do not believe that people (minorities included) are aware of career
opportunities in natural resources. There are not very visible positions
and much of the time the only publicity we get is negative.
Many African Americans have lost touch with the land.

Poor minority representation in the work force.
Sub adults not aware of job potential.
Lack of scholarships for students who perform well in classes related to
natural resource.
The stigma of working outdoors as it is relate to a professional.

The field not being exposed in the community as a desirable career to
pursue.

Lack of commitment and understanding about diversity. Many think its
just about bringing in people of color into their organizations; but they
forget that diversity is new ideas, values and programs which can enrich
their organization.
Lack of professional support.

Responses to Question #17

How would you recommend that natural resource agencies and
educational institutions overcome this barrier?
The best way to overcome these barriers is to actively seek out minority
for these careers. I know that we are out there, all we need is a chance.
I've heard many times agencies saying, "we would hire minorities, but
there are none out there. I think that if they made more of an effort to find
and train individuals, we would not be underrepresented.

Programs that mentor young adults and provide for a source of
employment.
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We need to get young people early (grade school) to get them thinking
about careers in natural resources when they are in 3rd, 4th and 5th
grades. We need to help them understand and not be afraid of math and
science.

Bring in racial/ethnic minorities as guest seminar speakers, etc. to
increase others awareness of these individuals.

I see recruitment as more than just informing people about your
organization or hiring them for the summer.
Agencies need to make sure that people get an understanding of what they
do and the opportunities available.
Agencies need to understand the problems that minorities face and once
they understand the problems they (the agency) need to enlist minorities
to help in solving the problems. This may mean doing business differently.
I recommend that the presidents of 1890 schools charge their NR
departments and the 1890 task force with a mission of attracting incoming
students into natural resource fields via scholarships.
HS counselors should be informed of where opportunities for jobs exist to
properly inform their students.

Have graduates from those institutions assist with internships from
recruitment to placement.
Promote and give people presently in the system the opportunity to
perform.
Provide mentors (who really care)

The best way to overcome these barriers is to actively seek out minorities
for these careers. I know that we are out there, all we need is a chance.

Make sure that African American work in and environment that allows
them to express their culture in the workplace and the town in which they
live. This can best be accomplished by assuring that there are several
African Americans in the workplace.
We need more black supervisors.

Too often black expression has no support in the workplace, because there
are so few working at any particular job site.

There is a need to develop an urban fisheries program. Natural Resource
agencies need to become more proactive in public education with a
primary focus towards ethnic minorities.
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Raise entry-level salaries and be very selective in placement
Participate in Conservation Career Development program; use ongoing
action which specializes in recruitment, training, placement and
networking of minority professions
Aggressive marketing
Support diversity; show how Natural Resources agencies have already
successfully hired and retained Afro-Americans at both professional and
technical levels

The time for talk has ran out. Upper level managers need to be held
accountable/removed

Internships and training programs (ex. former program at Tennessee
Tech), active recruitment and exposure; start early in high school with
field trips, slides, guest speakers etc./expand student colloquiums such as
sponsored by American Fisheries society's Southern division to include
minority institutions especially to expose students to the possibilities;
agencies need to advertise and recruit where minorities are i.e. ethnic
magazines, schools, etc.
Introduce people to the Natural Resourde field to let them know about the
opportunities, emphasizing the positive points such as good schools, low
crime rate, affordable housing, small town friendly atmosphere, and the
opportunity to work for a very fine organization

Best taken on by minorities in the Natural Resources career profession,
and professional organizations...Educating our educational institutions by
promoting the virtues of natural resources fields and personal satisfaction.
Also promoting the motivational skill needed to counsel students in rural
communities as well as metro-cities. The philosophical and cultural
differences of races are an intense interest on mine.
Increase the level of awareness for all students that are science majors.
Too often students in non-natural resource majors or courses are unaware
of the tremendous variety in scientific disciplines involved in natural
resources careers
With more outreach programs through all grade schools, colleges, and
universities
The agencies need to develop a stronger and more aggressive
environmental education program that is designed to target all schools
(grade and high schools) and not just schools in the ethnic neighborhoods
Effective use of existing role models
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Programs to allow for young school kids to be indoctrinated and for a
continual cooperative working relationship to be developed.

Start with young children, make them aware of their environment and
their effect on it. The interest must develop early in a child's life and be
nurtured.
Develop programs that train teachers and counselors, so that they can
offer good advice.

Become more visible. These agencies and institutions are doing so much
good work, but not talking about it. We need regular news releases,
newsletters, we need positive publicity.
Have minority professionals visit high schools and elementary schools to
make presentations to students.

If the effort to encourage minorities does not begin at early educational
levels , then later efforts may be too late. Not only must the effort be early,
it must also be honest and sincere.
Develop mentorship programs with high schools so that the student get a
hands on experience of what natural resource professionals do. Make sure
that there is a match with students and agency/academic employees of
color.

Extensive public relations campaigns detailing what these careers are
about.
Actively recruit minority individuals who may be able to serve as role
models.

Advertise in predominately minority communities so that people of
different ethnic backgrounds become aware that there are career
opportunities in natural resources.
Begin using programs which allow minorities to "get into the system" and
provide mechanisms for educational advancement. Thus decreasing the
long delay in financial gratification.

Advertise to make the public aware of the importance of natural resource
management. With public support salaries may be raised and qualified
people of all ethnicity's may begin to enter the profession.
Have more visible role models in high managerial positions. It is very hard
to converse one of something when there is no one like me in the
organization.
Restrictive high school curricula to emphasize more science at all levels.
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Make those who choose natural resource and related sciences (especially
the Forest service, where the nearest city can be two or more hours
away)aware of remote duty stations.
Provide junior and senior high school students with information on job
opportunities and establish programs to generate an interest in the field.
Considerable effort is needed by NR agencies to initiate and retain
interested racial/minority individuals. Actually do what is needed to
diversify the NR work force.
Change or aggressively diversify the leadership; the decision making
apparatus; publicly reward what you value.

Make known the many universities which teach natural resources. Have
universities establish a roster which identify minority students and their
academic field.

Sponsor community/school based programs dealing with natural resources
where "the Black people are". These programs should be targeted to
adults, too. Adults/parents may influence their children or other youth by
showing an interest in the environment. When working with children, the
slant should always be practical.

Increase awareness in primary, secondary, and high schools by speaks,
career fairs, etc. I think visibility is the key.
It is incumbent upon natural resource agencies to provide more public
outreach targeting underrepresented groups starting in elementary
schools. College scholarships and graduate school fellowships could be
offered to students

Start by educating under represented groups. Provide more exposure to
these groups, starting in elementary schools
Educational institutions, (i.e., college career placement centers, HS
guidance counselors, college biology departments) should inform students
that opportunities exist in natural -resources and related sciences;
especially in colleges and universities with predominately student
populations composed of minorities.
Make a work environment acceptable to a diversity of cultures. Make the
field of natural resources a great place for minorities to work. This could
be done by eliminating prejudice in all shades and forms. If this is done,
the employees would be recruiters on and off the job, by showing their
enthusiasm for their job.

Government agencies are the largest employers of people in natural
resources. Government agencies will not go out of business for being
inefficient. Government agency does not have to hire the most qualified

206

people for the job therefore most people are hired in appearance of how
they will fit in, and cultural appearance of being like the people at the top
of the agency.
Provide more cooperative education opportunities

Summer internships for High school and undergraduate students with
trips to natural areas a processing plants.
Use people of color as role models. Have these people visit schools to talk
about their jobs and careers.

Prepare brochures, pamphlets, posters and booklets which depict
minorities in different jobs. Develop a video to show to kids in grade
school. Take grade school and HS kids in the office and in the field to let
them develop hands-on experiences.
We have to develop more role models that are successful in this field; so
interested minorities can identify with and discuss the positives and
negatives of this occupation.

Outreach, i.e. letting people know that the opportunities are available and
that tangible end results are attainable.
Seriously prosecute violators practicing racial discrimination while
employees as co-workers and superiors while employed in private , state
and federal workplace.

Minority institutions must develop the necessary curriculum to prepare
students.
Counselors must do a better job of alerting students about careers in
natural resources.
When recruiting, we must be up front with students; tell the real story,
because one dissatisfied student can return to their community with
his/her story and kill your program!
Raise entry-level salaries and be very selective in placement
Participate in Conservation Career Development program; use ongoing
action which specializes in recruitment, training, placement and
networking of minority professions

Aggressive marketing
Support diversity;show how Natural Resources agencies have already
successfully hired and retained Afro-Americans at both professional and
technical levels
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Work with churches to get the message out.
Don't discriminate against Afro-Americans who show interest in field.

Hire more than one [African American] to a unit; create a buddy system.

Have minorities rate their manager at performance evaluation tome.
Report evaluation to upper management.
The time for talk has ran out. Upper level managers need to be held
accountable/removed

I strongly approve of internships and training programs (ex. farmer
program at Tennessee Tech), only through active recruitment and
exposure will more minorities elect to give natural resources a try. It has
to start early start early in high school with field trips, slides, guest
speakers etc./expand student colloquiums such as sponsored by American
Fisheries society's Southern division to include minority institutions
especially to expose students to the possibilities;agencies need to advertise
and recruit where minorities are (i.e. ethnic magazines, schools, etc.)
Introduce people to the Natural Resource field to let them know about the
opportunities, emphasizing the positive points such as good schools, low
crime rate, affordable housing, small town friendly atmosphere, and the
opportunity to work for a very fine organization

This task can be best taken on minorities in natural resources career
professions, and professional organizations...Educating our educational
institutions by promoting the virtues of natural resources fields and
personal satisfaction. Also promoting the motivational skill needed to
counsel students in rural communities as well as metro-cities.
With more outreach programs through all grade schools, colleges, and
universities.

Increase the level of awareness for all students that are science majors.
Too often students in non-natural resource majors or courses are unaware
of the tremendous variety in scientific disciplines involved in natural
resources careers.

Responses to Question #18

What barriers/obstacles, if any have you personally faced as a
minority in your academic or professional career?
My greatest barrier is that people automatically assume things about me
without knowing my background. My co-workers automatically assume
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that I do not know any thing about biology. I wish they would ask me if I
knew something before they begin an over simplified explanation.
There seems to be a lack of good on the job training. You learn many
managerial jobs by doing and the learning curve is too short. In other
words, you do not have a lot of time to learn your job before you are
expected to be good at it.

Age serves as a barrier in my case, even though I have 10 years in the
natural resource area, people still think I look like a graduate student and
not an aged professional.
Supervisors who: 1) were poor supervisors in general, 2) did not know how
to deal with someone different form them and 3) felt cheated by
affirmative action.

In situations where my department supervisor was not treating me fairly,
his supervisor did nothing. One of the reasons the head supervisor did
nothing is because I did not complain. I did not feel that I was a position
to complain-- I was fresh out of college. Now I know better.
If supervisors are not accountable for their actions, it makes retaining
minorities tough.
Lack of respect from Caucasian co-workers and their reluctance to accept
an African American in the position that has been dominated by
Caucasians. Basically, you had to be assertive and demand respect.
Delayed promotion that was with heal for improper reasons.
Given more responsibilities without increased pay, promotion or other
incentives. Once inequities were cited, and dissatisfaction made known,
responsibilities were removed and old job description was given back.

Being told that I am no qualified with no explanation, and then seeing and
unqualified individual move into the position.
Living with the term "management decision" and finding out that it was
the Good Ole Boy Network.
Not knowing all of what was available. Stereotypical views that minorities
are of a "big city" mentality and cannot relate to the environment.

Employees already in the field tend to feel threatened by others who want
to know more about their jobs with hope to move into positions such as
theirs.
Not given the opportunity to perform in the arena/discipline of my choice
after following prescribed training and work experience guidelines
developed by agency officials.
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The biggest problem that I have had to deal with not having support from
my white coworkers. It seems that a white workplace does not want to
understand black culture or black expression at the workplace does not
want to understand black culture or black expression at the workplace,
thus, blacks don't have a full social life at the workplace if they bring their
heritage and culture with them.
Many whites deplore blacks who "act" black in the workplace. It seems
that blacks who are best accepted are the ones who leave their heritage
and culture at home.
"The glass ceiling is alive and well."

Minorities are measured by different standards.
Acceptance that I sit across the table from you, not because of affirmative
action but only because I worked my "butt off' to get where I am today.

I faced an employment barrier particularly by the US Fish and Wildife
Service (USFWS). I applied for numerous positions without consideration
until pressure was applied, Even now that I am employed by the USFWS,
I face upward mobility.
When I was first introduced into my environmental career, I was isolated
from everyone else, taking in mind, I was over 2,000 miles away from
home and still attending school. I was given non-essential jobs. I was
always given seasonal jobs, instead of training for future career tasks.
Also there were promises not met that were previously given (i.e. location
of my work station). I had little on the job training from my immediate
supervisor. And last, their was no one to introduce me to the area, I had to
acclimate myself for the summer.
Because I am a young "upwardly mobile" black female, I have been told
how lucky I am to have the job that I have. There seems to be a lot of
tension now a days because of the hiring freezes. I almost hate to tell
people that I have a job with my agency. Older, unemployed foresters are
always telling me how lucky I am to be a "double minority." Instead of
applauding my accomplishments to date, they go straight for the
affirmative action "comment." I am really tired of being referred to a "good
find" or a "double minority" my job is hard enough as it is. I would like
to think that I would still have my job, based on my abilities and not
beacuse my race or gender.

As an African-American female entering the profession in the early '70's, I
had to face the "double jeopardy" (being Black and female). Problems
range from: 1) attitudinal barriers 2) stereotyping 3) accommodation of
females aboard all male research vessels, 4) Seniority (be patient, your
time will come.)
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I would say that in small towns, (which is where a lot of the Forest Service
(FS) work sites are located) community acceptance is a big issue. A work
force will gradually adjust to a minority [person] just with day to day
contact, but the community at large can stand off and be opinionated and
create tension and undue stress for the employee.
I have faced no barriers/obstacles because I look at my experiences as an
African-American foresters as an asset and a learning experience. I have
worked in small rural communities where I am one of a handful of
African-Americans in the community, or the only African-American in the
office. I face my job and career as a learning process, I can overcome
anything because I am somebody who should be listened to and I have the
self confidence to overcome anything. I can live anywhere and adapt to
anything. People need to adapt to me and to understand who I am, an
African-American Forester.
Other persons' lack of confidence in my credentials and competence. But I
must say that my supervisors and other support personnel have been most
supportive in every aspect of my career and personal development to date.
Discomfort from seeing and hearing about various forms of racial slurs.

Restriction of mobility-denial of opportunity to transfer to certain regions
of USFWS [specific division named].

The obstacles that I have faced as being "the only one" has created in me
the will to succeed, therefore, allowing me to an opportunity to move
around most of them. Having said that, I have always been under a
microscope and held to a higher standard than most of my colleagues.
Prejudice supervisors and being assigned to a work area with no minority
population.
Plain and simple...racism, alienation, isolation, and no support system.
Presence of systemic stereotypes.
Glass ceiling; felt powerless to make a difference in work environment;
non-supportive management; being sabotaged by resentful Whites; blacklisted for speaking out;being considered undesirable; suggestions and
opinions ignored; Whites pressuring other Whites to behave in a racist
manner; felt invisible; being kept out of the power network; information
only shared among Whites; intimidation, etc.

I was once asked to harass employees for a District Ranger who had a
personal vendetta against these employees. If I went along with this, then
I would be rewarded by getting a higher position. Unfortunately no job is
worth being black mailed for. I refused because we have rules and
regulation against harassing employees because we do not like them. Ever
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since that time and to present I have been retaliated, reprised, and
discriminated against.
People who think that I got my job solely on the color of my skin. When
fellow employees feel that way, a lot o f resentment builds up. I always
feel somewhat uncomfortable when in a room full of my peers. As time
goes by, it gets better, but I still have a long way to go.
Lack of essential educational preparation of any political process;
Individual and family acclimation into new, diverse communities
(including housing).

The lack of role models is seen as an indicator that minorities are not
welcome or that a minority-free workplace would not be enjoyable.
Lack of available ethnic mentors to identify with.

Being passed around from agency to agency as a token and not being able
to establish accomplishments and family stability. (although it can provide
an enriched career path and opportunities)

Fortunately, I have not but one overt act of discrimination during both in
academic and professional career. Most if not all of the other barriers
have been institutional.
Cultural things. I do not dress like a FS employee, nor do I look like one.

I had a couple of instances in college of unfair grading treatment which
could have been predicated by a preconceived racial stereotype of "oh,
these people really couldn't get that good of a grade..."

In my career I've always felt that I could do just about any thing I wanted
to do, if I applied myself. I've gotten the jobs I've wanted and often was
promoted rapidly. I feel that this has occurred partly because of my sense
of mission regarding my environmental work and that mission is bigger
than any job, agency or employer.

While taken a class at a predominately white university, my friends and I
were making high scores on the tests being given. When the white
students found this out, they accused us of having the test prior to the test
administering. This caused the instructor to re-make all of his tests. He
also called us black students aside to tell us of the allegations and to tell
us that we had to continue to make high scores on the new test. He replied
that if our scores dipped that he would have no other choice but to believe
the allegation. Needless to say, this put undue pressure on us to perform.
But, we did maintain our high exam scores. We were penalized on a major
practical exam after we were not given complete instructions/information.
We understood the written directions, but the unwritten or "assumed"
information was never discussed. How could we have asked any questions
if we did not know that there was something to be asked. This mishap
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dropped our course grade from and "A" to a "C". We passed the course
despite the unfairness.

The most difficult barrier that I face my profession is a "hostile work
environment." In every position that I have held since graduating, I have
faced resentment from co-workers. Most believe that I am chosen strictly
because I am a minority and that I am not qualified for the job. Because of
this I feel that I must prove myself by being "better than good."

The requirement that I serve on committee and groups simply because I
am black. Sometimes I don't have the time to do my job (the one I was
hired for ) because I am busy being the minority representative.
The high expectations of others. I get sick of hearing how I need to climb
the ladder, especially when I like it where I am. I realize that I have the
potential to do many things, but I do only one thing at a time.
Simply convincing others that I can get the job done.

Less than full acceptance.
Petty criticism.
Denial of recognition for achievement.
Racism.

Socially, moving to a small community/town may present a challenge but
it is not a barrier or obstacle, as such.

Prejudice supervisors and assigned work area with no minority
population.
Racism, alienation, isolation, and no support system.
Presence of systemic stereotypes.

Responses to Question #25

What would you like to see happen in the future, as far as
minorities are concerned, regarding career opportunities and
overall awareness of natural resource and related science
careers?
I would obviously like to see more minorities get involved in the
environmental and biological sciences. The only way for this to happen is
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for those minorities who are already involved to go back in the
communities and let young people know that they exist.
I would like for environmental agencies to actively seek minorities, not
just to meet quotas, but to have a greater input as to the needs of all
society.

I'd like to see a sharp increase in numbers.
Open up the doors to minorities so that they can compete openly with the
majority group and not just token here and there in the various career
area in the various career areas in the natural resources.
The school system, teach science as it relates to everyday life and not just
formulas.

A target to attract minorities in inner-cities, urban forestry programs. A
support program that can teach parents and children the importance of
living in a clean city with trees, shrubs, gardens and the like.
I would like to see the invisible ceiling removed, to see minorities in key
positions and at every level within this matrix organizational structure.

To increase awareness of natural resources and related careers, slide
presentations, short lectures and historic gains of blacks within the
organization should be recognized.
Take professional minorities in uniform to the city and develop the Urban
Forestry Program. Incorporate into the neighborhood watch and other
local civic groups.

Minorities have a lot to offer the natural resource field. They should be
informed up front of mobility in relation to career advancement. This will
help minorities to feel that they can trust that the organization is
concerned and will provide them pertinent information on issues relating
to the working environment, career paths and the pros and cons of staying
in place.
A lot of Caucasians are promoted in place. Whereas most, if not all,
minorities are told in order to advance in the organization or to receive a
promotion, they would have to move to another state. Where as the
converse is true for non-minorities. Too often, people are transferred
against their will or demoted to a non-professional position in order to stay
in place. Some become unhappy but remain with the organization in
"powerless positions."
It is time for everyone to do their share to solve this problem. We can no
longer wait for "them" to solve "our" problem.
Offer off-site trips and employment using local civic sponsored groups.
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Policies and government laws don't change attitudes. It is the stereotyping
and preconceptions of authoritative figures that hinder work force
diversity goals of the agency.
Provide opportunities for minorities to experience the benefits and values
of natural resource stewardship.
Networking- knowledge is power and opens many doors. Often minorities
are left out of the knowledge loop, a situation that can be devastating.
Emphasis should be placed on young people in high school and earlier. If
people don't become interested earlier on, the "pipeline" will continue to
supply only a few drops.

There should be a higher career awareness level for minority students,
beginning in elementary school by emphasizing greater use of role models.
More networking between minority professionals.

Outreach in communities of color by establishing by natural resource
management ongoing action to create programs which relate to the
experiences, background, and interest of those communities.

Open attitudes within state, federal and professional agencies that do not
demand complete assimilation on the part of minorities in order to
succeed.

Create a definite career path from college to workplace and beyond.

Upper level managers need to be held accountable for their actions.
Barriers and issues have been identified for 17 years I have been in the
US. Forest Service, but all that gets done is that things are directed to a
committee or we need to run more studies. The time for talking,
committees, and studies are over. Upper level Managers Need to be held
accountable!

Minorities' view of a natural resource career at the same level as other
careers such as business, law, and medicine. More orientation and
training programs for youth and college students are needed (i.e. program
in conjunction with established minority institutions, historically black
colleges, NAACP, Urban League) There needs to be more natural resource
information in minority magazines (Ebony, Essence etc.).
There is a need to have more minorities in the Natural Resource fields
because of their motivation, not just because of the need for integration or
to disprove the systemic stereotypes.

Greater job development and interest in assisting minority land owners in
the rural South to maintain a profit able to reward instead of selling what
is considered unvalued lands.
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There needs to be a media campaign regarding career opportunities in
Natural Resources instead of "Be all you can be in the Army." And also,
seminars discussing cultural differences and promoting individual and
social satisfaction in Natural Resources.
I would like to see everyone given some chance no matter what the skin
color is. Thus each person must make things happen for himself-one
cannot wait for others to make things happen for him.
Work force diversity needs to become a reality. We need to see African
Americans in decision making positions. In positions of power where our
actions will, make an impact nationally. The agency needs to make a
commitment to training and support.

Colleges and Universities must be more proactive about recruiting
minorities in natural resources. Predominately white institutions with
programs on the cutting edge must be more sensitive about their need to
recruit, maintain and graduate effective natural resource scientists and
future managers as well as researchers.

HBCU's need to enhance their curriculums to address today and
tomorrow's natural resource problems.
More information about educational opportunities in natural resources for
students of high schools, junior colleges, and universities; we also must
inform minority communities of the values in being scientifically literate,
the pros and cons of the current issues in genetics, environmental waste
and restoration and the importance of natural resources in their lives.

Higher awareness level for minority students, beginning in elementary
school; greater use of role models; raise of entry-level salaries.
Minorities in the natural resource fields should take an active role in
recruitment, job advancement, mentoring, etc.
Less surveys to define the problem and more action to eliminate or
mitigate the problems previously identified.
I would like to see more minorities employed in policy/decision making
positions related to natural resources in both the public and private sector.

I would like to see more sponsorship by private industry of minority
students for education in natural resource disciplines at the college and
graduate school levels.
More education and awareness directed to children at a young age.
I would like to see "management" hire qualified individuals and allow
them to do their jobs. When the opportunities are available let them be
equal for all and make the selections based on qualifications.
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I would be thrilled to see conservation based programs instituted at every
level of education. A person is never too young to learn about anything. If
this ever happens, it must not be performed in a haphazard manner.
Instead of following the traditions by having a lawyer, doctor, or educator
at commencement services, invite a prominent resource conservationist.
Our jobs are equally as important as Dr. Public's job is. We Must make
this point known to our children and to our community. But first, we must
understand it ourselves.
Lots of schools are clamoring for people to participate in their programs.
I've gotten several calls from high schools looking for employee mentors
from my agency.

Mentor relationships should continue, if possible, throughout the student's
high school and college career on into professional life.

If agencies and institutions are serious about diversifying their
workplaces, they need to give high priority to allowing the few employees
of color they have to go out and talk to young people about natural
resource careers. This should be a percentage of everyone's time, at least
for specific periods.(i.e. during the spring quarter, agency heads should
allow their employees of color to devote 10% of their time one day every
two weeks) to participating in a mentorship program.
I would like to see the agency show zero tolerance of any and all kinds of
prejudices.
1) Networking--knowledge is power and opens many doors. Often
minorities are left out of the knowledge loop, a situation that can be
devastating. 2) Minorities in the natural resource field should take an
active role in recruitment, job announcement, mentioning, etc.

I would like to see more minorities learning about and taking advantages
of career opportunities available in natural resources
1) More minorities in managerial positions. 2) a greater number of
minorities within structure levels of organization and not clustered in one
area. 3) more minorities in key positions. 4) greater visibility of minorities
in schools/urban communities, elementary schools , talking about Natural
resource agencies.

Massive retirements from present work force; educate teachers and
counselors in high schools to take extra steps in our direction; adopt a
school program; community outreach (be visible); need more
encouragement from the top to place Forest supervisors, Regional
foresters and Deputy chiefs; need to open the SES positions up to Natural
Resources managers as opposed to soft sciences (i.e. personnel, civil rights,
human resources.
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More financial aid for students in the Natural Resources area.
Most of upper level management may need training in working along side
people of color. The first thing I would like to see happen, is dropping the
term "minorities!"

We must work with younger generations to assure that there are
representatives for/of people of color in the work place.
The key word is "opportunity and awareness". Basically, once you inform
people (make them aware) of opportunities available to them, you allow
more people the ability to make quality decisions and to make choices in
life. All doors should be open.

I would like to see the Forest Service initiate an aggressive program to
reduce the under representation of Afro-Americans. I don't mean
preparing another plan to deal with under representation, there have been
lots of plans developed. But rather some incremental numerical changes
that can be measures on a quarterly basis.
Concentrate on provide more favorable work environments (e.g. better
cultural diversity, conflict management, TQM training) to improve
retention.

I would like to see more partnerships/mentor programs established with
schools, churches, and civic organizations.
The old excuse has been that it has been impossible to find qualified
applicants, however, I believe that not only are there qualified minority
applicants out there, but they are also waiting to be found.
I would like to see the USFWS put as much resources in minority
institutions as it puts into majority institutions. Since 1933, federal
dollars have gone to 1862 schools for fish and wildlife research and not to
1890 institutions.

I would like to see federal, state, and private industry to address minority
concerns in general.
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PDP
Dear
Phadrea
Denese
Ponds

Oregon State
University

337 Waldo Hall
Corvallis, Oregon
97331-6405

Here is the transcript of our interview on (DATE) for you to review (I know
that it seems like a long time ago but as you know - -time flies when...etc).
Please make sure that I (or my transcriber) have accurately interpreted what
was said during the interview. The transcripts were transcribed directly from
the tape recorded interview. The things that I've deleted on this end were
phrases such as "uhh," "uum," and "you know". There are some instances
where I left a few in because they may have added the emphasis needed to
show a transition in thought.
So, what I need you to do is to read through this and if there are some things
that you would like to add or delete (I would rather that you reserve yourself
from deleting too much) then feel free to do so. If there is the case where you
wished you had said this or that--then feel free to add it as a note use an
asterisk or whatever to let me know.

One last thing--there is a release form that I need to include as a part of my
thesis. I would appreciate it if you would fill it out and mail back to me. If
there are no changes on your transcripts then state that in the space provided
on the form. Again, I would like to thank you for your help with this portion
of my thesis.
Telephone

Sincerely,

(503)737-6126

Phadrea Ponds

PDP
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RELEASE FORM

for whatever scholarly or

I hereby give to

educational purposes may be determined, the tape recordings, transcripts and contents
of this oral history interview.

Signature of Interviewer
Phadrea Denese Ponds

Signature of Interviewee
Date

Name and Title
Address
State

City

Special Restrictions:

NO CHANGES

Zip
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December 2, 1992

PDP

Phadrea
Denese
Ponds

Oregon State
University

337 Waldo Hall
Corvallis, Oregon
97331-6405

Telephone

Dear Respondent:

I am an African American Graduate student in Fisheries and Wildlife at
Oregon State University. As my Master's thesis, I am conducting a sample
survey of African American Natural Resource professionals to gain insight
as to why we choose such careers. I realize there is quite a bit of research
being done concerning this topic, however, I feel that it is imperative that
African Americans begin and continue to do research that concerns African
American issues.
It is important to my research that I gain your insight. Your name has been
selected as a part of a very painstaking networking endeavor that began
with one name. I feel fortunate that you ended up in my databaseof names
because you have been highly recommended as person who would be
willing to help.

I realize that this comes at a bad time with short notice, but be assured that
I have done as much as I can to expedite the process. Please take the time
to complete the survey. There are no correct or incorrect responses, only
your much needed opinions and participation. The survey contains an
indentification number which will be treated confidentially and will in no
way be traceable to the individual respondent once the survey has been
concluded. Please drop your self-addressd, postage paid envelope in the
mail within 2 weeks of receipt. (No later than December 20, 1992.)
I have been managing the names in my database for serveral months now
and I feel that I have known you for as long. I can honestly say that I hope
that there will be a day we will meet in person.

(503)737-6216

Sincerely,

Phadrea Ponds

PDP
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PDP

Phadrea
Denese
Ponds

Oregon State
University

337 Waldo Hall
Corvallis, Oregon
97331-6405

Telephone

Dear Respondent:

I am an African American Graduate student in Fisheries and Wildlife at
Oregon State University. As my Master's thesis, I am conducting a sample
survey of African American Natural Resource professionals to gain insight
as to why we choose such careers. I realize there is quite a bit of research
being done concerning this topic, however, I feel that it is imperative that
African Americans begin and continue to do research that concerns African
American issues.
It is important to my research that I gain your insight. Your name has been
selected as a part of a very painstaking networking endeavor that began
with one name. I feel fortunate that you ended up in my databaseof names
because you have been highly recommended as person who would be
willing to help.
I realize that this comes at a bad time with short notice, but be assured that
I have done as much as I can to expedite the process. Please take the time
to complete the survey. There are no correct or incorrect responses, only
your much needed opinions and participation. The survey contains an
indentification number which will be treated confidentially and will in no
way be traceable to the individual respondent once the survey has been
concluded. Please drop your self-addressd, postage paid envelope in the
mail within 2 weeks of receipt. (No later than December 20, 1992.)
I have been managing the names in my database for serveral months now
and I feel that I have known you for as long. I can honestly say that I hope
that there will be a day we will meet in person.

(503)737-6216

Sincerely,

Phadrea Ponds

PDP
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PDP
UMOJA
UNDER REPRESENTED MINORITIES IN
NATURAL RESOURCE OCCUPATIONS,
JOBS AND RELATED ACTIVITIES

Phadrea
Denese
Ponds

Oregon State
University

337 Waldo Hall
Corvallis, Oregon
97331-6405

December 11, 1992

Dear Respondents:

This is just a note to follow up with the UMOJA (Under represented
minorties in Natural Resource Occupations, Jobs and Related Activities)
survey that you have just received (or should be receiving shortly).
The initial return date was posted as December 20, 1992. This date has been
changed. I would appreciate your returning the compled survey no later
than December 31. I hope that this date is more appealing than the previous
one.
Happy Holidays.

Telephone
(503)737-6126

Continued thanks,

Phadrea Ponds
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Dear Respondent,
the

337 Waldo Hall
Corvallis, Oregon
97331-6405

This is just a short note to thank you for your participation in completing
UMOJA survey. Your responses will greatly add to the results of my thesis
project. I truly appreciate the time that you have take out of your schedule to
help me with this endevor. Again I would like to assure you that all of your
traceable to
responses have been treated confidentially and will in no way be
you one the survey has been condentially and will no way be traceable to you
once the survey has been concluded.

Telephone
(503)737-6126

PDP

In the next couple of weeks I will be compiling and calculating the results of
the survey. If you have any comments or suggestions, please feel free to call
or contact me. Additionally, if you are aware of anyone else who would be
interested in sharing in this process, please forward me their name and
address and I will mail them a copy of the survey.
It is my hope and desire, that the results of my research will provide
meaningful information that will be used a an instrument for change. I am
one lone graduate student starting on this path and I take with me
theresponsibility and the optimism of the endevor that I have started here at
this point. As the comments that you have shared suggest--the road is not
easy, but it must be traveled. By virtue of who we are and what we do, we
are all role models, path finders and trailblazers. And I look to you for
support. Thank you for your help, cooperation and being there for me.

Sincerely,

Phadrea Ponds

