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CHAPTER 1 

INTRODUCTION 

1.1     Scope of Project Work 

The project began with the intent to study organizational structure and policy 

within a Tech Program, one operating simultaneously within and outside of a private 

University system. The goal for the research project was to investigate the Tech 

Program’s system. This included the beliefs and values that support its structure and 

the resulting behavior of the employees of the program so that appropriate policies and 

recommendations could be crafted for the continued growth of the organization. 

Though originally planned with intent to circumvent sensitive topics during the 

research, abrupt changes occurred throughout the research process. Thus the research 

work developed and extended to cover topics and interactions of a sensitive nature to 

both the Tech Program and the associated University. For this reason, anonymity has 

been reinforced throughout this document by changing names, titles and where 

necessary, organizational details. 

The nature of the relationship between the University and the Tech Program 

exists in a complicated plane of interactions of multiple levels. The Tech Program was 

founded in 2003 through a grant to develop the University’s technical potential through 

various majors engaging with relevant contemporary technologies. The funding allowed 

for one staff position with a 50% teaching load, though allowanced were made for the 

individual hired to grow past the initial scope of the grant if appropriate funding sources 

could be found. 
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From 2003 to the writing of this document (February 2016), the organization has 

grown from the single staff position to 11 full time staff members who collectively 

manage over 100 students workers on numerous projects of diverse natures. The 

current Program Coordinator for the organization informally listed the annual operating 

budget for the organization at “slightly over 1 million dollars.” The Program Coordinator 

further allowed that as a component of the University, the Tech Program provides tens 

of thousands of dollars a year in indirect costs from the numerous grants and contracts 

it successfully bids for.1 

During the course of this project, the student researcher was assigned a position 

within the organization working as a staff member, albeit a junior ranked one. Through 

the process of interacting with the team of staff and the students, the student researcher 

became a participating member of the team, involved in the administration and working 

of the organization. Over the course of six months, a participatory framework 

developed, where the student and staff aided in cooperatively designing and advancing 

the research and data collection being done. 

While the University is ostensibly the parent “company” from which the Tech 

Program exists as an offshoot, their relationship is somewhat contentious given the 

income flowing through the Tech Program and the broad powers the Program 

Coordinator has to utilize it. Anecdotally, it was revealed by multiple staff members 

(within the University and the Tech Program) that the Tech Program was originally 

intended to be only a small addition to the workload of a single professor. Hence, a 

broad range of discretionary authority was left for the position, and it was allowed to 

1 https://oamp.od.nih.gov/dfas/indirect-cost-branch/indirect-cost-submission/indirect-cost-definition-and-
example 
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grow with relatively little participation on the part of the University. Though the Tech 

Program is a part of the University system, connections with the staff of the University 

were not developed as a part of this project. 

Over the course of 10 years the Tech Program grew to be an economic force. 

The Program Coordinator grew accustomed to the role of discretionary powers and 

authority within the organization, and the University became something of a distant 

supervisory figure. The distance has begun to close however. Within the past 3 years or 

so, the growth of the Tech Program has continually encountered new policy decisions 

being undertaken by the University to control and protect itself. These decisions hinder 

the Program Coordinator’s usual style of handling work within the workplace. 

This research project resulted from an effort to provide support and 

understanding for the systems and processes, which have been created and developed 

within the Tech Program. These elements produced the notable—and publically lauded 

by the clients—growth of the organization. Born of informal conversation around the 

systems within the organization and transformed into a master’s thesis project, this 

document recounts the process and development of the work that was done for the 

Tech Program at the behest of the Program Coordinator. What follows is a detailed 

description of the organization, the structure of its hierarchy, the focus of the research 

project and its initial development into a complete research project. 

1.2     The Tech Program 

The wealth of projects that the Tech Program undertakes cover two broad 

categories—self-labeled by the employees of the organization—the Crime side and the 
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Non-crime side. Both of these sides independently operate to complete projects that are 

worked on within the same organization, though the physical layout of the organization 

separates the two, as indicated by Figure 1. This separation is necessary due to the 

sensitive nature of the Crime projects. These projects are undertaken through a secure 

network of connections and require extensive background checks for any student or 

staff member working on them. The sensitivity of the Crime projects is such that every 

employee of the organization is required to undergo a basic background check before 

being allowed to commence work.2 

Figure 1 - Division by work within office layout 

These two sides of the lab provide a variety of analysis capabilities.  At the time 

this project began, the Crime side of the lab consisted of a mix of staff levels including 

analysts’ levels I, II and III, along with two senior project managers. The Non-Crime side 

of the lab had two staff members, a general project manager and the Program 

Coordinator for the Tech Program. In addition to these, there was a permanent office 

2 However general exceptions to this rule were seen to be made for students being trained on software 
within the organization. Those students undergoing training were carefully monitored during the training 
sessions and allowed access to only non-sensitive data. 
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manager position existing as a nexus for the two sides. The office manager was and 

continues to be in charge of the administrative and financial duties as assigned by the 

Program Coordinator. 

The team of professional staff and student workers operate within the 

organization on funded projects of various types, from those environmental in nature to 

those oriented around supporting law enforcement efforts. Due to the nature of the 

University as a non-profit educational institution and the creation of the Tech Program 

as an offshoot, the organization operates within the same designation.3 This designation 

allows the Tech Program to bid for grant funded work from government institutions 

(which funds approximately 75% of the Tech Program) as well as for contract work from 

a variety of for-profit and non-profit entities. 

The bulk of the income from the Crime projects come from successfully bided for 

federal grants and negotiated contracts with federal and national organizations. These 

funded projects were directed at aiding in the prevention and control of crime with data 

analysis and product support. These projects are generally large in scope and require a 

great deal of staff supervision and reporting to the associated agencies. During the time 

of this research project, only 4 such projects were being worked on. However these 4 

projects accounted for a high amount of staff (never less than 70% of the total, though it 

varied throughout the project), and generated approximately 75% of the total annual 

revenue for the Organization.4 

3 https://www.irs.gov/Charities-&-Non-Profits/Charitable-Organizations/Exemption-Requirements-Section-
501(c)(3)-Organizations 
4 Informally reported by the Program Coordinator. 
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The Non-crime projects come from a variety of sources, from local not for profit 

organizations to county offices to larger for-profits. These projects cover a broad range 

of interests from environmental, historical, scientific, artistic and business-oriented. 

Examples of which include work done in website design, environmental aid and 

development analysis. During the time this research project was being conducted the 

number of active Non-crime projects varied between 12 and 18. Given how several 

students managed projects independently, the only individual guaranteed to have 

access to a count of every ongoing project was the Program Coordinator. Given the 

hectic speed with which projects were accepted, distributed and completed, a range is 

the best estimation for the amount being worked on at any given time. 

Combined, the Crime and Non-crime projects serve to provide what the Program 

Coordinator calls “experiential learning opportunities” for the student-workers. Covered 

within the mission statement for the organization are edicts to support the University, 

and to develop the critical and analytical development of its students. That the means to 

do so include a state of “controlled chaos,”5 an operating budget estimated over a 

million dollars, eleven full time staff members and an extensive list of clients and 

projects is what the Program Coordinator refers to as “the fun of working at [the 

University]”6 

1.3     The Tech Program – Staff, Students, Structure 

At the time the Program Coordinator allowed the initial start of work in May of 

2015, the Tech Program employed 12 full-time professional staff members and 

5 Interview 9. 
6 Interview with the Program Coordinator. 
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approximately 16 students.7 Figure 2 below illustrates a hierarchy chart for the 

organization at the time this research project began. Breaking out each specific project 

to analyst isn’t possible given the conditions of anonymity of this document. However it 

is possible to observe the breadth of the organization is concentrated around the Crime 

work as far as staff positions. What is not apparent is that there were almost equal 

numbers of students distributed between the Crime side and the Non-Crime Side (9:7 

respectively). 

Figure 2 Hierarchy within the Tech Program 

This cross-sectional review is limited in that the structure of the organization 

changed multiple times over the course of this research. The Tech Program underwent 

7 Student-workers were primarily employed during the academic year. However, some projects on both 
the Crime and Non-crime sides provided funding for a limited number of student-worker positions over the 
course of the summer “break.” Staff worked a standard work year which did not account for a summer 
break from academics. The total number of students varied throughout the summer as they engaged in 
various other internships, jobs, and vacation plans. 

Program 
Coordinator

Crime Side

Special Projects Sr. 
Project Manager

Analyst II 

Analyst I

Sr. Project 
Manager

Analyst III Analyst II

Analyst I

Analyst II

Analyst I

Non-Crime Side

Project Manager 

Office Manager 
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a staff turnover of approximately 40% shortly after this research project began and 

subsequent hires were shifted within the organization for various bureaucratic reasons. 

The student researcher was also employed during this time, and served in various 

functions and capacities not clearly reflected in the hierarchy chart. 

During the summer months, some staff members were forced to work 

independently as there were fewer students available. The students were assigned to 

projects by the Program Coordinator, and subject to changed assignments at the 

discretion of that office alone. However, the senior most project managers could provide 

suggestions as to change, and the students themselves could informally communicate 

their interest to work on particular projects or learn particular skillsets taught on one side 

or the other. These informal desires were ostensibly taken into account by the Program 

Coordinator.  

The staff are generally organized by their project work, and most operated within 

Crime side projects. There were four large scale projects on the Crime side being 

worked on during the time this research project was ongoing. And all but three of the 

staff members worked on these four large scale projects. The Non-crime side had 

approximately fifteen projects ongoing and there were an indeterminate amount of tasks 

and projects on the desk of the special projects senior project manager. The sole office 

manager occupied a position between the two “sides” and worked in a support capacity 

for both. 

The full time staff members in general have a variety of duties but all include 

supervision and management of projects that included some measure of an active 

student-workforce during the academic year and a smaller number of students during 
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the summer. The task of managing a workforce that has varying schedules, capacities, 

abilities and dedication to the organization and the projects requires a flexible and 

adaptable staff supervisor. At the pay-rate available to a non-profit (approximately 30% 

below the offerings of for-profit organizations for similar jobs), these stellar supervisors 

are difficult to find. 

Additionally, due to the nature of grant funded work, the staff positions are 

understood to last for the duration of the grant, contract or combination of the same for 

which there is a salaried position available. This fact, combined with the somewhat 

hectic environment of working with numerous college students with varying schedules 

and ability levels, led to the Program Coordinator informally reporting a turnover rate of 

slightly over 25%.8  

The bulk of the staff members within the Crime side are titled as analysts, ranked 

from the lowest (I) to the highest (III) level, by order of their education and work 

experience. One senior project manager supervised their work and served as a direct 

liaison to the Program Coordinator. At the time this research began there was one 

project manager for Non-crime projects, and senior project manager who handled both 

Crime and Non-crime projects. The Program Coordinator infrequently and informally 

meets with all the analysts regardless of the project they are on to review their work and 

address any pertinent issues. In addition, formally organized meetings (both individual 

and group) occur sporadically throughout the academic semester to get updates on 

project work and to provide direction and management from the Program Coordinator.  

                                                           
8 This approximate number was roughly calculated based on the turnover for staff within the first year. 
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The students are employed across all academic levels, from freshmen to seniors. 

At the time of this project there were no graduate students at work in the organization. 

Further, the students represented a broad range of majors and academic disciplines. A 

brief convenience sampling of 31 students during the academic semester revealed 

majors in:9 

 Anthropology (5)

 Art (2)

 Biology (3)

 Business (3)

 Chemistry (1)

 Computer Science (5)

 Economics (2)

 English (2)

 Environmental Studies (3)

 History (2)

 International Studies (3)

 Mathematics (3)

 Music (3)

 Political Science (2)

 Psychology (1)

 Spanish (2)

9 It is important to note that though there were only 31 students asked, nearly half (12) responded with 
double-majors which affected the numerical total.  
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 French (1)

The bulk of these majors being in the disciplines Anthropology (5) and Computer 

Science (5) but the rest distributed between the humanities, social and hard sciences in 

roughly equal measure. The average tenure of students working within the Tech 

Program was 3 years, with the highest number staying for the full four years.10 

1.4     The Tech Program – Guild Structure and Project Focus 

The Program Coordinator had been encountering some difficulties in continuing 

to expand the growth and size of the Tech Program. Staff turnover was somewhat high, 

the students graduating took with them a great deal of institutional knowledge that 

couldn’t be easily rebuilt, and the lack of clarity in the internal organization of the Tech 

Program had begun to cause tension for the employees. The Program Coordinator 

came to believe that a clarified internal organizational structure was part of the missing 

element to his goal. This goal was broadly articulated as a quest to grow larger by 

increasing the number of projects the Tech Program took on and the number of 

students and staff being hired and trained. 

The focus of this research project was therefore two-fold. Firstly it sought to 

investigate and detail the organizational structure currently in place and the roles 

student and staff exercised within it. Secondly, this project aimed to work with that 

organizational understanding to provide recommendations and policy guidelines for the 

Tech Program to continue its development and foster increased growth. Additionally, it 

was the hope of the Program Coordinator that a detailed understanding and breakdown 

10 This from a sample of 14 former student-workers who had graduated from the University and were 
contacted during the quantitative second phase of this research project.  
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of the processes defining the structure of the organization would clarify for the 

University the value of the Tech Program continuing its operation as it had with minimal 

previous intervention. A tertiary project aim was to investigate the validity of the self-

proclaimed “guild” model and its efficacy; while providing direction for the current 

system to orient towards best practices following the Medieval European guild model. 

In Medieval Europe, guilds were constructed of skilled craftsmen who organized 

themselves around their work, skill or craft (De Moor 2008:187; Krause 1996:2; Benner 

2003:192). This organization had an internal hierarchy where masters (at the very top) 

could create new businesses and train and teach others without supervision and with 

full approval of the guild; Journeymen (the next-to-highest rank) could train others and 

produce their own work with varying degrees of supervision, and apprentices were the 

rank neophytes taken in to be taught a craft (Benner 2003:194; Epstein 1998:684) In a 

similar vein, the Program Coordinator for the Tech Program had instituted a system 

whereby students could rise through five levels (one being the lowest, five the highest) 

roughly paralleling the trajectory from neophyte apprentice to journeyman of 

considerable skill and capacity. Figure 3.0 below illustrates the system in brief. 

Ostensibly, though unclear at the time this research began, was that staff members 

existed as masters within this “guild” model that had been created.  
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The Tech Program’s “guild” model was created somewhat haphazardly 

throughout the growth of the program, as the difficulties of working with students 

manifested themselves. The most obvious of which was that students would graduate 

and leave the organization with whatever knowledge they had accrued after a set 

maximum of time.11 Another significant issue was their schedule, as student-workers 

necessarily prioritized their student work and had to content with multiple classes and 

exams and deadlines for academic work. Young college students are also prone to 

weakness early in the mornings that require a great deal of flexibility in their scheduling 

work around a standard 8:30 am to 4:30 pm workday.  

Of primary issue for the Tech Program was that it could (and did) cultivate, train 

and prepare students for a little over 4 years (at best) before the student would graduate 

from the University and then go into the professional world. This effectively meant that 

the best trained and most capable student managers quit every year, creating a 

                                                           
11 This was usually four years for students entering as Freshmen, though some students did take 5 years 
to graduate. Others began working for the Tech Program as high school students, gaining a bit more time 
this way as well. 

Level 5

Students - Journeymen

Level 4 Students

Level 3 Students

Level 2 Students

Level 1 Students - Apprentice

Figure 3.0 – Tech Program Hierarchy of Student Ranks 
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significant brain drain for the organization. While the staff were capable, the task of 

maintaining the constant training for all of the students would limit the amount of 

productive project work they could achieve. The “guild” model initially stemmed from the 

Program Coordinator’s realization that students could train other students, much like 

masters of medieval guilds were once apprentices trained themselves by more senior 

apprentices (Benner 2003). 

Within the Tech Program’s “guild,” positions were created for students as seen in 

Figure 3.0. These went from the most junior ranks (level 1), who were completely 

ignorant of what could be done with the software and hardware the Tech Program 

operated; to the most senior ranks (level 5)12 were students could be given whole teams 

of more junior students to manage multiple projects with minimal staff supervision. In 

much the same way as it can be assumed that not all apprentices achieved the end 

rank of master in medieval European guilds, not all student workers achieve the fifth 

level within the “guild” model created by the Program Coordinator for the Tech Program. 

The rise through the ranks for students was, and continues to be, determined by 

the Program Coordinator. And some student workers, by his own estimation, were not 

always prepared to take on the large scale project management responsibilities given to 

those of the fifth rank. For these students, the fourth rank became their terminal rank, 

though for students within this category, it was informally understood that they were 

subject-matter experts of the particular software types and skills, which they practiced 

regularly.  The work environment of the “guild” fostered learning of many of the software 

12 See Figure 1.0 for a visual representation of this. 
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packages and technical skills used in the tech industry by completing projects of diverse 

scopes and scales.  

Just one of the software packages that student workers are trained on includes 

the full suite of Adobe Creative Cloud products; including Photoshop, Illustrator, 

Premiere Pro, and Adobe Muse CC. These are used for projects such as web design 

and optimization, photo and video editing for marketing and media sources, and digital 

enhancement of historical photographs. While this is just one of the many software 

packages handled by the Tech Program, it is key to note that not every student worker 

is trained on every software package. No single student worker or staff member has 

complete mastery of every software of technical skill, simply varying degrees of 

expertise. Those most experienced work to train those less experienced as project work 

demands and makes work available, to attempt to ensure continuity of institutional 

knowledge.  

This method of preserving knowledge does not always work effectively, resulting 

in new students having to self-train with YouTube videos, help and reference manuals, 

and lots of trial and error. However many students when hired already possess skills 

and knowledge of operating software packages that aren’t yet (or haven’t been) 

available to the Tech Program. These students rapidly find themselves cross-training on 

various software packages and meeting informally with the Program Coordinator to 

assess their skill level and the value of the new software package. Where it is 

considered judicious, the Program Coordinator acquires the software and assigns 

various available students to become familiar with it. In this way, new skills and new 

software packages are always being sought to potentially maximize the effectiveness of 
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the student-workers and to add value to their experience by having them learn cutting 

edge technologies. 

This “guild” model fostered a series of processes to maintain institutional 

knowledge, develop organizational cohesion, and provide the “experiential learning 

opportunities” mentioned in the mission statement for the organization. In this way, each 

graduate from the University that worked in the Tech Program had significant 

advantages when entering the professional world. They had the potential to earn an 

income from the projects they’d worked on, as every student-employee was paid based 

on their rank and their experience. The students also added work history to their C.V 

from the projects and clients they worked for. Additionally, they gained knowledge over 

the various software and hardware tools they had been trained on. 

Their experience going through the system left the most high-value student-

workers (those who achieved the fifth level within the hierarchy) with several years of 

management experience before they even had a college degree. In the words of the 

Program Coordinator: “These kids are graduating with a BA and already have more 

work experience than people with higher level degrees do. I’d put our student workforce 

up against any master’s degree students, and I know that experience would win.”13 

1.5     The Client, the Project, and Changes 

This research project arose from a series of informal conversations with the 

client, the Program Coordinator for the Tech Program. The student researcher had both 

a formal and informal relationship with the organization as a contractor operating 

13 Interview 9. 
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independently on project work for the Tech Program. When the subject of the desire for 

continued organizational growth and stability was recurring, it was suggested that a 

research project could be undertaken to contribute to those goals. This would satisfy the 

desire for more understanding from the Program Coordinator, and the requisite work for 

the applied master’s thesis work for the student researcher. It was further decided that 

during the time the research project was ongoing, the student researcher would be hired 

and maintained as an employee of the Tech Program. This helped guarantee an insider 

perspective of the organization and contributed to the success of the Tech Program by 

providing a capable employee to help manage ongoing projects. 

Initially the research project was slated to develop over the course of 

approximately 4 months, from May to August 2015. The project aimed to extensively 

analyze with both a qualitative and quantitative focus, the organization’s internal 

structure. Two phases were initially designed, one purely qualitative and one largely 

quantitative. The intention was for the 2nd phase research to be informed by the 1st 

phase, allowing for a triangulation of data (the third point being the ongoing 

development of participant-observation and the iterative nature of the research) that 

would reinforce the validity of the information (Jonson 1997; Beebe 1995). Throughout 

the research, it was intended that the work of participant-observation would be ongoing, 

along with the staples of anthropology: note-taking and engagement with the 

community. 

A series of unexpected situations and drastic changes within the organization (a 

turnover of 40% of its staff within a one month period in May) caused significant 

alteration of the original plans. The unprecedented occurrence of such a high turnover 
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rate of staff during the beginning of this research extended the work well into January 

2016. The organizational change altered the experience of the project as the intended 

staff members and accompanying institutional knowledge left for varying reasons. This 

made recruiting participants difficult, as even the willing had scant free time while 

performing all the administrative and bureaucratic work of exiting a workplace. 

The research begun during the summer (May 2015) continued through the 

academic fall semester, finalizing the first phase of research well into October. 

Research intended to account for 20 student-workers and 15 full-time staff members 

over a summer became an ongoing project with the opportunity to develop insight from 

over 90 student-workers and a minimal crew of full-time staff members. 

Though the student researcher bolstered the numbers, the minimal staff was re-

tasked with urgent priority work to manage the student workforce and continue to 

produce quality work as expected by the various clients the organization contended 

with. New hires were brought in with some urgency, but while they alleviated some of 

the stress and urgency of the situation, they themselves needed training into the 

systems and forms of the organization which slowed progress as well. In effect, the 

research project became a study in organizational management of what the Program 

Coordinator deemed “The controlled chaos of the Tech Program.”14 

As the student researcher became more engaged with the organization, there 

was little time to direct towards formally commencing the research project intended to 

develop its first phase of semi-structured interviews. A delay of the IRB approval further 

compounded this, extending the original timeline that was intended to being in May to 

14 Cite this – interview/ob. Note. 
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July, when IRB approval was forthcoming. Owing to subsequent complications as both 

remaining project managers were pregnant with impending due dates for maternity 

leave, the student researcher was formally tasked as a lead project manager and 

informally charged with supporting every active project in the organization. 

Every goal of the research project was delayed and made difficult by this 

situation. From the beginning of Phase I (semi-structured interviews with students and 

staff) to the development of the questionnaire during Phase II (for former student 

workers), every phase was managed around the workload of a full-time project 

manager. This subsequently delayed the analysis and delivery of reports to the Program 

Coordinator. Given the nature of the organization during this time of transition, the client 

was very accepting and understanding of the situation as it developed. 

The academic semester, begun in August, brought a full contingent of student 

workers (over 50) and saw the beginning of a training camp. This camp was designed 

impromptu by the Program Coordinator after an informal suggestion from the student 

researcher prompted the idea that students could be trained faster and with more 

organization if freshmen were trained outside of the physical space of the Tech Program 

in a classroom setting. Four students of fifth level were charged with spending 3-4 hour 

periods on weekends for 8 weeks training incoming level I student workers. This 

resulted in an additional 40 students requiring accounting when distributing project 

tasks, and understanding the newfound time constraint on the senior-most ranked 

students within the Tech Program. In full compliance with University standards, the 

students were limited to twenty hours they could work per week, though some took to 
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volunteering their time (unpaid and outside the University restriction) to help manage 

the difficult situation. 

In this capacity and through this ongoing situation, the student researched 

completed his master’s thesis field research and presented the client with two reports of 

progress as it developed and analysis was understood. Detailed extensively throughout 

this document are the development of the project; from its original scope and intention, 

through the upheaval situation as the project began, through to its ongoing work. This is 

the study of an organization that maintained its successful work production in the face of 

substantial upheaval. The continued hope is that this research project will aid and 

reinforce the Tech Program’s continued success in its mission to provide experiential 

learning opportunities for the student-workers and to increase its growth potential.  

 

 

 

 

 

 

 

 

 

 

 

  



 

21 

CHAPTER 2 

ORGANIZATIONAL THEORY 

2.1     Theoretical Frameworks 

This research project took scope under the auspices of theoretical frameworks 

that comprised political economy, geopolitics of power, and dialogue on social control. 

Extensive readings of the works of Antonio Gramsci, Michel Foucault, and Walter 

Mignolo helped provide context for the research work in advance of the beginning of the 

project. Further readings throughout the process helped developed an understanding 

grounded contextually in the theories espoused by these authors with additional support 

from other literary sources.  

Antonio Gramsci was a member of the Italian Communist Party who was jailed in 

1926 and died in prison; his theoretical conception of hegemony was born in this 

captivity and strove to identify the power of ideas as a direct component of societal 

control of man (Bates 2002:351). Hegemony as described by Gramsci indicated the 

power of ideologies within states, and how their coercive power was more pervasive 

and self-supporting  than control by way of shows of force (Bates 2002: 352). Applying 

this same conception to an understanding of organizational politics allowed for the 

determination that workplace environments have culturally (ideologically) enforced 

standards of orders that may exist independent of the written and enforced rules. These 

informal arrangements rely on communication networks to exercise their authority and 

maintain the system (presumably assuming it is the “right” way of doing things). 

The utilization of Gramsci within organizational politics can also be linked to 

Founder’s Syndrome, as Gramsci viewed hegemony and dictatorship as “mutually 
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dependent phenomena” (Bates 2002: 354). Founder’s syndrome being that condition 

where there is a significant concentration of power within the hands of the founder of an 

organization, whose attempts to direct and control every phase of growth often hinders 

the very thing being sought (cite this). Founder’s syndrome can be paralleled to 

dictatorship, as the conditions are remarkably similar, though the founder typically rules 

with organizational power granted within a hierarchy as well as experience, and a 

dictator can assume power and maintain it through a variety of means (a further 

conversation of which is beyond the scope of this project). Connecting a dictator and an 

example of founder’s syndrome ties the connection to hegemony, where ideology plays 

a role not only in how ruling is done in an organization/state/country, but how it is 

maintained by people within the system (Degiuli & Kollmeyer 2007: 500).  

In an ideology driven system of “how things work,” it becomes acceptable to take 

in conditions that are contrary to what seems “right” to an outsider. This is common 

within any emic cultural group, whose practices may seem novel, strange, or 

contradictory from an etic perspective. Hegemony purports that the self-sustaining 

system will favor meaningful compromise that result in shared prosperity between the 

controlling elements of an organization and those being controlled (Degiuli & Kollmeyer 

2007: 498). In an environment with college students who have constant demands for 

any capital they receive, an organization employing them under the influence of 

Founder’s Syndrome is a proving ground for the very theory of hegemony applied to the 

workplace, as Gramsci did once with Ford (Degiuli & Kollmeyer 2007: 501).  

According to Gramsci, hegemony was achieved through a two-pronged strategy 
[at Ford]. First, to provide a financial incentive, Ford… [payed] his assembly-line 
workers five dollars for an eight-hour day, a wage well above the market rate for similar 
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work… Second, Ford sought to align the attitudes and behavior of his workers with the 
need of the mass-production system (Degiuli & Kollmeyer 2007: 501). 

 

The Tech Program has neither the reach nor scope of Ford, however the theory 

of hegemony as applied in a comparative case does hold merit. There are hegemonic 

elements present in a workplace organization founded on the conception of sharing 

wealth and encouraging growth while reminding workers of how well they have it, and 

simultaneously how replaceable they are. To maintain such an organization requires an 

understanding of systems of discipline that enforce determined social structure.  

Michel Foucault is a well known figure in French philosophy, and his work on 

discipline is ubiquitous within academic circles. Though his central focus of study was 

power, it was the exercise and forms of the same that allowed him to review it 

extensively (Foucault 1982: 783). A workplace organization can parallel the connection 

to Foucault’s work on prisons, as it keeps many of the same features; the reliance on 

control of individual time and activities, the abolition of idleness and the classification of 

subjects (Alford 2000: 129).  

Foucault’s work on power and the dynamics of constructed power operating 

within an institution can be applied to a workplace to reveal the controlling nature of the 

system. A workplace organization is focused in a similar way to a prison in the sense 

that it seeks a clear outcome from the people inside the system, and separates them in 

hierarchies of power in a simple dichotomy, those who have it operate to control and 

remand those who do not. Employees function under observation and the roles they 

exercise within the organization becomes a reflection of the structure allowed and built 

by their employers. This unique conception of workplace environments allows for a lens 
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oriented towards understanding potential excesses of power in limited context 

situations.  

In applying the Foucauldian framework to a workforce, it becomes a supporting 

tool for the agency of the senior staff exercising control. Necessarily, in the case of 

workers who support the organization with their working presence and whose desertion 

would create a series of complications and difficulties (Savoia 2012). The exercise of 

social control through means of discipline are particular of note in situations where there 

isn’t a formal system of discipline. A reliance on informal chastisement and social 

control within the workplace would seem to parallel the conception of Foucault’s thought 

based on Bentham’s Panopticon that reporting behaviors, and the fear of the same, are 

effective determinants of correct behavior. (Hörberg & Dahlberg 2015:5). 

Applying this framework within an organization like the Tech Program, allowed 

for a greater understanding of the social pressures related to the workplace 

environment and the determining behaviors of the individuals who acted within 

workplace roles. Seeking to maintain a functional system would seem to require 

acceptance of the system, and perhaps self-persuading behaviors of the value of the 

implementation and results the system is generating. In organizations that aren’t 

achieving evolving growth, this application of Foucauldian thought can be applied to 

understand the permanence of behaviors that from an etic perspective seem 

unconstructive and debilitating.  

Understanding the dysfunctions of an organization, where shortcomings are 

revealed as an expression of the cultural practices in which it finds itself, links to the 

ideas of how things “should” be. Successful organizations in western culture mimic the 



 

25 

development of conceptions of “modern” ideologies for achievement; they are 

successful within the framework of capitalism (they make a profit). These connections 

can be made through the framework constructed with support from Walter Mignolo, 

Anibal Quijano, Arturo Escobar and Enrique Dussel, to name just a few. For the 

purposes of this document, Mignolo was the most used in creating the understanding 

that shaped the research done.  

Walter Mignolo is a figure known in academic circles for his rhetoric on modernity 

and the value and significance of decoloniality, the influence of which comes from 

literary discourse on historical patterns of power and oppression (Mignolo 2007).  

Mignolo has written extensively on the topic of “coloniality,” that force which subsumes 

cultures to the dominant ideology of the encroaching powers (Mignolo 2007:450). 

Quijano was perhaps the first to link “coloniality” with more than the physical takeover of 

a place and body of politics, but with the very knowledge of a culture (1989). Mignolo is 

one among a body of authors who have built upon this original idea. By analyzing the 

language and contextual clues of normative exchange in society, Mignolo’s analysis 

allows for the identification of instances of “coloniality” where knowledge crosses 

boundaries of power. Knowledge from the powerful ideology which subsumes the 

ideology, culture and mindset it can oppress into nonexistence.  

When a larger, more powerful, or ideologically more insidious culture takes hold 

in a place, an effort of “coloniality” effects the individuals within the place and those who 

may come to it with different mentality (Escobar 2007). Within western culture, one 

could see an example of this as an exercise of those with large institutional power 

(employers) over those with small amounts of individual power (employees). In such a 
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case, everything from the rhetoric debate of how employees should be titled to the 

nature of the work they are pressed to do is representative of the top-heavy cultural 

pressures.  

Understanding the pressure of larger ideological forces and how they shape the 

rhetoric of conversation relating the status and condition of the environment they foster 

parallels the research into workplace dynamics. Employees at best are limited to 

suggestions for improvements or changes, where the upper level management and 

employers make the determination of what is allowed by determining the “success” of 

innovations and changes they determine valid by their own metric. To study an 

organization is to be aware of this disconnected reality, existing in essential duality 

within the workplace as a micro-representative example of marginality and colonization 

of knowledge.  

These theoretical frameworks, of power dynamics, discipline, and socially 

influencing control, were the bedrock upon which this research was conducted. 

Understanding the workplace environment within the context of these frameworks 

required building further on the literature of business, psychology and human resource 

management. However the nature of this research project was founded on an interest in 

the interactive components of power within the restrictive environment that is the 

workplace in a distinctly western cultural environment.  

 

2.2     The Tech Program Research 

Undertaking a research project into an offshoot non-profit organization operated 

according to its Program Coordinator as “a for-profit business always on the lookout for 
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more work,”15 requires review of various sources. Non-profits occupy a niche 

environment within business world, and much has been written about them (Carman, 

Nesbit 2012; Rose-Acherman 1996; Young 1986). Along with reviewing contemporary 

sources for information on non-profits, popular and academic sources were also 

reviewed on the topics of organizations; structure and group behavior surrounding 

organized tasks (Robertson 2015). Finally, a review of Medieval European Guilds was 

brought to the foreground of comparison, to build upon an understanding of the model 

the Tech Program sought to emulate. This brief overview is further supported in the 

Theory of Analysis section of this document.   

Like many for-profit businesses, nonprofit organizations and the institutes that 

are born of them experience a myriad of complications in the execution of their mission 

(Horwitz 2005:792). Regardless of the particulars of their mission, the offshoot 

organizations/entities spun-off non-profits must operate within the legal constraints of a 

non-profit organization (unless designated as a completely distinct organization e.g. a 

foundation). Additionally, these offshoots are further constrained by the “parent” 

organization’s policies, and finally by legal and ethical bounds of the particular field of 

work within which it operates. In researching the Tech Program, born from just such a 

non-profit academic organization and thus contained within the umbrella of restrictions, 

it is important to begin with a review of non-profit organizations.  

Nonprofit organizations are those which, upon meeting the requirements of IRS 

code 501(a) are “exempt from federal income taxation,” upon completion of a successful 

application.16 Much has been written about the organization, significance and value of 

                                                           
15 Interview with Program Coordinator 
16 https://www.irs.gov/Charities-&-Non-Profits/Life-Cycle-of-an-Exempt-Organization 
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non-profit organizations (Weerawardena et al. 2010; Lyons 2001). The literature has 

detailed with careful precision a number of the attributed success factors of nonprofit 

organizations (Carman, Nesbit 2012:605; Jawahar & McLaughlin 2001). And further 

concentrated research has gone into reviewing the developmental life cycle of nonprofit 

organizations as it pertains to their successes and failures (Cameron & Whetten 1983; 

Stevens 2001:22).  

 

2.3     Non-Profit Organizations 

The literature of non-profit organizations focuses on describing the success 

factors of organizations that exhibit the most productive functional characteristics; those 

which provide success as measured by increased revenue and income. In reviewing the 

literature studies aimed to include the direction and style of leadership (Druker 1990), 

the power of hierarchy in organizational behavior (Bradshaw et. Al, 1992) and the value 

of a strong board of directors controlling the interplay in power dynamics (Carver 

1992:14-15; Wood 1992) were especially valuable to understanding factors that 

contribute to organizational success. The dynamics of non-profit organizations tend to 

focus around the same issues that for-profit organizations have: profit, hierarchy, and 

leadership (Block, Rosenber 2002; Adams 2005).   

Typically, nonprofit organizations rely heavily on donations to contribute to their 

mission and so are focused on developing relationships around the notion of “gifts” 

given to aid in their work (Weerawardena et al.  2010: 354). Operating a nonprofit 

centered around project work is complicated, as by their nature project funding tend to 

be short term (Weerawardena et al. 2010: 350). Thus, an organization like the Tech 



 

29 

Program, which relies exclusively on project work of various kinds to fully fund its 

operation, is something of an outlier from the “traditional” financial model of nonprofits.  

For the Tech Program, which operates as a for-profit business, the notion of 

hierarchy relates to the team approach to the work and services done. The organization 

seeks to market its services to continually attract the project work, which funds its 

continued operation. As the program operates with a focus on student work and student 

workers, it requires an organizational structure that has low cost overhead and 

employees centered on working without frequent need for managerial decisions (Noe 

2015:160-161). Research has shown that small companies aiming to differentiate 

themselves for the service they provide work well by allowing “independent action and 

reaction of trained individuals and teams within the organization. This maximizes 

flexibility and adaptability to demands of the service offered” (Noe 2015:161).  

Understanding the ideal structure for service-based small companies is valuable 

in seeking to understand the operation of the Tech Program. In particular, it is important 

to notice the value and significance of teams operating within such an environment. 

Much has been written on the requirements, within an organization that values low-cost 

services, of the effectiveness and careful design of teams (Noe 2010; Byrne and Sands 

200217). While the effectiveness of virtual teams and communities hold as a harbinger 

for future work models, many organizations still utilize in-house teams that focus on 

specific rules and organizational values to achieve measurable goals (Starns, Odom 

2006:187; Lipnack and Stamps 2000).   

                                                           
17 Byrne and Sands, “Designing Collaborative Corporate Cultures,” in Creating Breakthrough Ideas: the 
collaboration of anthropologists and designers in the product development industry, ed. Susan Squires, 
Bryan Byrne (Westport, CT: Bergin & Garvey, 2002), 49-50. 
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Specific to the degree of work and freedom of an organization are caveats for 

how a team might achieve a measure of success: task interdependence should match 

level of outcome interdependence (Noe 2010:163), work should occur within a 

framework denoted by its participatory nature (Kerno 2008:69), and skill development 

should be prioritized (Pellegrin 1993; Kaplan 1993). In other words, teams need to be 

given authority within a knowledge-community of engaging perspectives that is 

supported by management to be effective. Further, the most effective teams focused on 

service-as-product require a strong infrastructure to support the rigors of hectic work 

(Porter 1985; Liden et al, 1997).  

 

2.4     Non-Profit Management Difficulties 

Translating the understanding of the available literature on the organization, 

systems and value of non-profits provides insight into common difficulties that manifest 

within the same. One pervasive problem of note is what has been termed Founder’s 

Syndrome (Block & Rosenberg 2002:354; Carman, Nesbit 2012:604). Founders are the 

unique individuals who create or grow nonprofit organizations, transforming ideas and 

ideologies into practical realities that tend to accrue great success. Perhaps as a cause 

or consequence of this ability, the typical description of founders includes mention of 

altruistic, ideological characteristics, with strong underpinnings of passionate zeal for 

the work they undertake (Rose-Ackerman 1996; Weerawardena et al. 2010). This 

description however is misleading, as the potential success and achievements of 

founders can also come to be their undoing. 
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Founder’s syndrome carries many benefits (growth, development, 

entrepreneurial achievement) with a commensurate downside: The heavy handed 

exercise of wielding too much power and influence within the organization (Block and 

Rosenberg 2002:354). The maxim: “Power tends to corrupt and absolute power 

corrupts absolutely,”18 is brought to mind to accurately portray the scope of this issue. 

Founders can be so loathe to abandon the power they’ve become accustomed to that 

their succession to bring continuance to the organization often falters and fails (Adams 

2005). Whether conscious or not, it is their grasp of power as they attempt to exercise it 

in every act within the organization that limits the growth of the very organization to 

which they are so dedicated in their attempt to imbue with success (Block, Rosenber 

2002:364). For organizations attempting to remove the very source of this issue, the 

transition and succession from a “rule of founder” adds myriad complications (Adams 

2005; Hernandez & Leslie 2001).  

Significant within the literature is the idea of a board of directors to help grow the 

organization in part by providing a stabilizing influence over the potential appearance of 

Founder’s Syndrome (Carmand, Nesbit 2012: 605). Typically small for nonprofit 

organizations (and legally required),19 board of directors can occupy a variety of useful 

functions. From taking charge of legal compliance, and finances to advocating from 

advisory roles or generating fundraising opportunities, a board of directors is an 

essential component to the growth and strength of a nonprofit (Carman and Nesbit 

2012; Miller 1998). Interestingly, as the Tech Program is an entity formed as a 

                                                           
18 Acton-Creighton “Letter 1,” Acton-Creighton Correspondence (1887) 
http://oll.libertyfund.org/titles/2254#Acton_PowerCorrupts1524_5 
19 http://grantspace.org/tools/knowledge-base/Nonprofit-Management/Accountability/legal-duties-of-the-
nonprofit-board 
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component-part of a university system, the board of directors’ requirement is held by the 

university itself, not the Tech Program. This absolves the Tech Program of the need for 

such high-level oversight, which lends to the creation of just such a scenario that 

Founder’s syndrome presents. The Tech Program operates instead as an 

organizational member of a larger department, somewhat insulated under the umbrella 

of that bureaucratic structure from the highest positions within the University system, 

including the Board of Directors. 

 

2.5     Groups in Workplace Organizations 

Groups oriented around work-tasks are understood to be complicated (Burtis, 

Turman 2006: 57-58). The emergence of leadership roles dictates the creation of 

systems of discipline and organization that typically result in western society within a 

model of vertically structured hierarchies of power (Mumford 1907; Chase 1980). Within 

this conception of hierarchies is the capitalist notion organizations within western culture 

are subject to, which amounts to businesses being organized in a manner thought (by 

senior management) to most effectively attract income (Aldrich et al. 1987; Nohria 

1992). In sum, organizations in western culture grow with available funding and 

development of sources of the same. However this growth will result in the need for 

systems of discipline that will in some way mirror the vertical hierarchy of power 

structure commonly understood in reference to a “top-down” organization. What follows 

is a broad overview of groups in this context, involving a review of the nature of 

communication, behaviors, and member-leader dynamics.  
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2.6     Communication Difficulties 

In pursuing an understanding of communication and complications within the 

internal structure of organizations is the reality of in-groups. Formed as a result of 

informal interactions between heterogeneous groups and teams existing within the 

workplace, they can create layers of tension for the organization as a whole as they are 

excluding by nature.  (Sobo, Sandler 2002; Louis 1980). Organizations that evidence 

reliance on informal communication networks serve as an example of the difficulty of 

this issue. An informal communication network is that established relationship between 

peers, friends, and associates that exists alongside the professional (and hierarchical) 

boundary system. An example of reliance on an informal network would be when a 

subordinate speaks to a senior ranked member of the organization about an issue 

rather than a direct supervisor because of a closer personal (informal) association with 

the senior ranked member over the supervisor.  

The pervasiveness of the issue of informal communication networks exists in the 

highest degrees of information being transmitted by and through in-group members, to 

the detriment of excluded individuals within the organization (Liden, Graen 1980; Green, 

Mitchell 1981). The advantage to informal communication systems is the reliance on 

authority exchanges, where trusted sources of information provide information which is 

validated by virtue of the source from which it comes and the trust extended to the 

individual in question (Johnson, Howe 2002). That is to say, a subordinate member of 

the organization would report an issue directly to their supervisor because there would 

be clear guidelines for how and when to do so; the personal connection to others in the 

organization wouldn’t directly play a role. 
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The literature in cognitive psychology is indicative of the cognitive processes of 

“scripts” being developed in such situations to automate informal and formal interactions 

between employees in the workplace, occasionally to the detriment of the organization 

(Abelson 1976; Feldman 1981; Schneider & Shiffrin 1977). A “script” is broadly 

understood within the literature of organizational studies to be a schema-construct 

which reliably describes the processes or behaviors involved in a situation and the 

“appropriate” responses for it, in context (Abelson 1976; Louis 1980). To clarify, a 

schema in this case refers to a “blueprint” of knowledge which provides for a reference 

for actions and expectations (Gioia, Poole 1984:450). Scripts build on schemas distinct 

to various environments and develop from socio-cultural cues within the organization. 

Repeated interactions within culturally defined groups establish many of these 

automatic scripts, which serve to define boundaries for reactions and orientations for 

inter-group resolution of conflicts (Bower et al 1979; Feldman 1981; Graesser et al., 

1979; Schank & Abelson 1977). The unconscious processing of scripts (as in the case 

of dealing with repeated small-scale conflicts) is a way of reacting with appropriate 

decision-making prowess to situations (Gioia, Poole 1984: 454). However, this set of 

action-response scripts limits the range of available responses and can potentially result 

in overlooking the actual problem in favor of responding to dispel the immediate 

situation (being informed of a problem versus addressing the problem directly, for 

example) (Abelson 1976).  
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2.7     Leadership and Workplace Behaviors 

The complications from these automated procedures can occur in organizations 

where the orientation for conflict resolution occurs out of necessity through informal 

networks due to a lack of formal processes and systems to deal with the situation 

(Goffman 1959; Langer 1978; Schank & Abelson 1977). Memories accrue for 

individuals (especially new organization members) within the group that define standard 

ways of reacting to situation that involve informal resolutions deemed “appropriate” by 

past interactions (Gioia, Poole 1984: 452; Louis 1980). This seems to indicate the 

possibility of extending into a cycle that would not allow for formal identification of 

issues; at least not until informal interactions have been compromised past the point of 

being solvable.  

A variety of issues go into organizations that support themselves mainly through 

informal arrangements due to a lack of formal policies and political structures (Ferris et 

al 1989). One oft-researched element lies with the subjectivity of reprisals within such 

an organizational structure (Mitchel, Wood 1981; Ferris & Kacmar 1992). Perceptional 

bias will color the severity of reprisals based on the outcome; if the outcome of the 

action was not severe the performance will generally not be judged as significant 

(Hickman 1980:301). It can be imagined that the extended consequence of repeated 

instances of this same case would lead to the agent of reprisals overlooking the nature 

of, if not the existence of, a problem (Hickman 1980 301-302). 

Every interaction between leaders or managers and subordinates holds value, 

according to social exchange theory (Blau 1964) and becomes differentiated based on 

the value of the exchange occurring between the two parties (Liden et al., 1997). This 
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subjectivity can result in perceptions of preferential treatment, and breakdowns in 

internal organizational structure as lower quality exchanges lead to low levels of trust, 

interaction and support (Dienesch & Liden 1986; Liden & Graen 1980). Within small-

scale organization, leadership interactions are of critical importance to the development 

of appropriate political behaviors in the workplace (Pfeffer 1981; Ferris et al 1989). 

 

2.8     Guilds and Holocracy  

An alternative for organizations emerging in popular contemporary literature (and 

slowly in academic studies) is the organizational concept of holocracy (Robertson 

2015). This model of team dynamic is not unlike the system idealized by the Tech 

Program. Though holocracy is based on a constitution of stringent rules (Robertson 

2015:31) where the Tech Program is based on informal workplace rules, which are 

subject to revision and change at the discretion of the Program Coordinator. Holocracy 

advocates a system of role-defined autonomy within a team-based system, largely 

decentralized from the standard vertical hierarchy model of business (Robertson 

2015:30-39).  

Holocracy intends to define roles within a workplace, such that the actual 

individuals accomplishing the tasks specific to each role are interchangeable; 

constraints and authorities are defined by the team for the roll rather than for the 

organization to the individual (Robertson 2015:179). When the power of an organization 

is flipped from a top-down vertical hierarchy to a broader based distribution, 

management usually has difficulties releasing power but eventually find themselves 

capable of furthering the organizational goals by virtue of not being solely responsible 



 

37 

for it (Adams 2005; Robertson 2015:186). In a similar organizational style that goes 

against the modern conception of business organizations, Medieval European Guilds 

held masters who shared responsibilities and accountabilities to the guild itself (Benner 

2003:193-194).  

Medieval European Guilds were structured around a system of rules that 

governed “who might enter an apprenticeship, how an apprentice should be trained, the 

process of moving from apprentice to journeyman to master to craftsman, how the 

workplace would be controlled, how the product and skill would be monopolized and so 

on” (Benner 2003:194). However within this system of rules, different masters taught 

with different styles, varying depending on their own instruction and on the best 

practices suited to their apprentices; some taught methods and procedures while others 

had apprentices learn by rote repetition following extended periods of observation 

(Byrne and Sands 2002:50). In essence (and much like the method of holocracy), there 

were broad rules for organization wide activities, but individuals of sufficient standing 

were imbued with the authority to make discretionary judgments and exercises of their 

own power. 
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CHAPTER 3 

DESIGN AND METHODOLOGY 

3.1     Project Framework 

Owing to the anthropological nature of this project, both qualitative and 

quantitative research, were incorporated. Qualitative research was designed to create a 

naturalistic approach situating events within context-specific settings grounded in 

participant-observation (Patton 2002:39). The breadth of qualitative research is such 

that it allowed for a more comprehensive understanding than could solely be born of 

participant-observation. Qualitative research is that which can be defined as “any kind of 

research that produces findings not arrived at by means of statistical procedures or 

other means of quantification” (Strauss and Corbin, 1990:17).  

Anthropological projects seek the balance in studies and research projects of the 

qualitative nature of the discipline with the added value of quantitative analysis. 

However, unlike primarily quantitative researchers who focus on predictions and 

generalization of findings and metrics, qualitative research projects focus on 

understanding (Hoepfl 1997; Johnson 1997). By incorporating elements of both into this 

research project the goal was so strive for a height of understanding that incorporated 

features of metrics and predictions that would be beneficial to the organization and its 

goals. This mixed methods approach is a hallmark of social science research which 

seeks to provide the best understanding possible of a situation, event, or people. 

The scope of the project’s research component was broken down into three 

phases. The first phase covered qualitative data collection and subsequent analysis. 

The qualitative data was collected through a series of semi-structured interviews. The 
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goal of these interviews was to develop a general awareness of the perspectives of the 

employees. These employees working within the organization would contribute specific 

areas of interest for the second phase of research. This second phase consisted of 

quantitative data collection and analysis. The data was collected through an online 

questionnaire, which assessed various metrics developed in conjunction from the first 

and last phases of this project. The third phase of this project overlapped the first and 

second phase and continued through the length of the project. This third phase 

consisted of all participant observation data collection, which occurred by nature of 

being immersed as an active employee of the organization for approximately 8 months.  

Choosing to rely on participant observation to support qualitative and quantitative 

work served to facilitate the “discovery research phase” which aimed to explore the 

organizational structure of the Tech Program (Squires 2002). This idea was also in 

keeping with the research methodology of rapid ethnography or rapid assessment 

(Squires and Byrne 2002; Beebe 1995). This triangulated data collection strategy 

combined with an iterative data collection (especially with the involvement of participant-

observation) to form the foundation of this research project, mirroring that structure of 

rapid assessments done elsewhere (Beebe 1995).   

This approach allowed the development of quantifiable results grounded in 

qualitative data analysis with the added third dimension of personal experience with the 

organization. The final reflections born of this trifecta of data sources and interpretive 

content were the product of collaborative efforts between the organization itself as much 

as by the study-participants involved and the work of the student researcher. The 

organization lent itself to analysis by allowing intermingling freedom of commentary 
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observed from within. The study-participants for this research project lent themselves, of 

their time and efforts, with the aim of further supporting and improving the workplace 

environment. 

Two population segments were targeted in relation to their relevance to the 

organization. Current staff and students were formed the bulk of the project, as theirs 

was the input most valuable to the organization. Analysis of current structure and best 

practices would best originate from the individuals who directly experienced the policies 

first-hand.20 The second group consists of former student workers, their insight would 

allow for contrast and a historical perceptive to the perceptions and ideas from the first 

group. The category of former student workers included those students who graduated 

as well as those students who left the program for other reasons. 

Owing to the organization of the phases of the project, the first group will 

primarily be explored throughout the first and third phases. The second group will 

exclusively be addressed with the second phase research, where a designed 

questionnaire will be created to measure their input on the results analyzed from the 

first phase. The findings produced through this combined assessment is intended to 

provide a triangulated perspective of the current organizational structure and of an ideal 

organizational structure for those who have experienced it and those currently involved 

in it.  

As the organization was and continues to be on the small side (at the time of the 

research only 30 employees worked there), anonymity for the employees was of the 

utmost priority. Every interview conducted was visible to the workers of the organization, 

                                                           
20 Cite this, from Business article-on the ground rule making 
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or they were conscious of it by the notable absence of the individual being interviewed 

and the student researcher from the small workplace. To protect the identity of the 

participants, every interview was coded for subject name and any other member of the 

organization they identified was further coded.  

At no time were direct quotes made available, as even out of context the 

distinctness of certain voices would make them identifiable. Paraphrasing of their 

interviewed commentary and notes taken during the observation phases were to be 

made available through the reports issued. The requirement of strict anonymity also 

contributed to the formulation of the phase II questionnaire, which was designed with 

that requirement in mind. The necessity of protecting the subjects allowed for the 

unintended consequence of their comfort in the proceedings increasing. This 

manifested through the revelatory details throughout the interview phase and through 

subsequent interactions born of participant observation that were later coded into the 

research.  

 

3.2     Phase I: Participants and Interview Questions 

The potential participants for this project were agreed upon in advance, with 

cooperation from the Project Coordinator. Initially there was hesitance about 

unrestricted access owing to an ethical boundary. The Project Coordinator wanted to 

compel every student and staff member to participate directly in any and all phase of the 

research as a condition of their employment. Considering the ethical codes put forth by 

the Society for Applied Anthropology (2013) and research guidelines, the student 
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researcher was allowed to approach the employees individually and obtain consent free 

of compulsion.21 

Each student and staff participant involved was interviewed during hours that 

counted towards their time working, their incentive to participate being otherwise limited 

by the resource of the project. The initial arrangement with the Project Coordinator was 

for the current employees to receive compensation for their direct involvement in the 

research project at their current rate of pay. A total of nine employees were interviewed, 

a distribution of four staff members and five students. 

For hourly employees this amounted to approximately a one hour work increase, 

which they could volunteer for by participating in the research. For salaried employees, 

their participation in the research project accounted for one hour of the week during 

which they could work directly with the student researcher as opposed to continuing on 

their standard workload. Though all the participants were offered the opportunity to 

meet outside of standard work hours, all expressed a preference for meeting while in 

the work-space. 

For the sake of protecting the participants, each interview was conducted in as 

private a location as was available at the time. Annex 1 displays a full model image of 

the layout of the organization, but a Figure 4.0 displays a reduced sizing of the same. 

Though participation in the project could not be disguised as various employees made 

their way into secluded rooms with the student-researcher, extensive efforts were made 

subsequently to protect the identity of the study participants. The bulk of the interviews 

                                                           
21 https://www.sfaa.net/about/ethics/ 
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were carried out in the small room in the topmost left hand corner, beside the 

Emergency Exit.  

 

Figure 4.0 - Layout of Office Space 

Given the anonymous nature of their contribution to the project, many felt free to 

express sentiments otherwise not conducive to a professional work environment. This 

was expressed by students and staff in appreciation of the safety of anonymity to 

directly identify issues that in their opinion affected their workplace. None of these 

comments were revealed directly though their intent as critical commentary and 

reflection was noted as a component of the research.  

For each interview conducted, recordings were made. In most cases (7 out of 9 

interviews) the interviews were recorded with the aid of two audio recording devices. In 

the two cases were audio recordings were specifically opposed by the subject-

participant, manual recording of the interview was allowed.  Regardless of the nature of 

the recording, the interviews allowed a combination of independent note taking to 

reinforce key ideas as they were made manifest by the subject-participant. As involved 

members of the research process, the subjects also provided commentary on the nature 

of the questions being asked post-completion of the interview. This allowed for an 
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opportunity to dialogue improvements and approaches for data collecting during the first 

phase of research.  

Each interview was later transcribed for clarity and ease of analysis. During this 

transcription, each interview was coded to protect both the subject and the commentary 

they provided relative to other employees and the organization itself. The coded 

transcriptions were then analyzed according to standard practices for prevailing patterns 

and key ideas as well as themes of significant note.22 The results of the analysis from 

this phase is further detailed in other sections of this document. 

The process for this Phase I of research was fairly extensive. It accounted for 

several weeks of work, with delays at various junctures (IRB approval, transcription 

technical issues). The meaningful narratives provided by the semi-structured interviews 

allowed the individual employee experience to develop into salient thematic elements. 

These elements were then retooled into appropriate formatting and with the insight 

provided from ongoing reflection of participant-observation (phase three), the second 

phase of the project began. 

 

3.3     Phase II – Questionnaire Development and Implementation  

The inherent difficulty of incorporating a qualitative analysis is the necessity of 

clear validity, reliability and generalizability to the results (Stenbacka 2001). Where 

qualitative research seeks purpose of understanding by virtue of developing work in 

context, quantitative studies propose to explain phenomena in such a way that it is 

replicable and viable within other context (Stenbacka 2001:551). 

                                                           
22 Grounded theory citation, Bernard on methods, find this and source it.  
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The second phase of this project began with the idea of continuing a mixed-

methods approach to delivering the best possible results. The themes identified during 

qualitative analysis and subsequently developed during the preliminary reporting 

informed the construction of an anonymous questionnaire. While originally intended to 

be a survey, there was the possibility of garnishing additional qualitative data from 

former employees with a questionnaire.  

Given that possibility, it was decided by the mutual agreement between the 

Program Coordinator and the student researcher. The former employees would serve to 

offer a contextual and historical perspective of the ideologies and practices of the 

organization, offering a contrasting dataset for the information already accrued. The 

questionnaire was constructed with four central research questions, but formulated 

according to the key themes identified in the first phase of research. These four central 

questions were: 

 How is the current organization structure within the Tech Program organized? 

 How do students perceive and act within the organization? 

 How do students rise through the ranks within the organization’s structure? 

 How can the organization be changed to best mirror the Program’s goals? 

Annexed to this document is a copy of the questionnaire as it was formulated and 

distributed to 127 past employees.23 These were selected from a convenience sample, 

from records the organization maintained of former employees. Beyond their full name, 

some of these records included email addresses or LinkedIn contact information. 

                                                           
23 Key portions of this document have been redacted for anonymity purposes.  
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Attempting to contact them all required extensive email correspondence and LinkedIn 

messaging. 

The design of the questionnaire itself was constructed iteratively with the 

participation of the students and staff of the Tech Program. Multiple tested iterations 

were revised with the participation of the students and reviewed by the staff for textual 

clarity, comprehension and value. The final document was given final approval after two 

successive rounds of testing by the students received positive remarks post-completion.  

Despite best efforts, sufficient contact information was available for only 84 of the 

original 127. Of these, 24 responded affirmatively24 to participating. Complications with 

the software used to design and distribute the questionnaire limited the viable 

respondents to 12. Best efforts were subsequently made with the SPSS software 

package to extract value and interpretation from their data. The results will be described 

further in other sections of this document. 

 

3.4     Phase III – Observation and Employment 

The scope of work for this projected was based on the contention that from the 

first day of professional work, participant observation would be ongoing. Included in the 

understanding of participant observation was the data collection would be contiguous 

with participating in a professional work environment. Emails, private and public 

conversations and all activities in which the student researcher took part or was made 

aware of would contribute directly to the data collected as part of the participant 

                                                           
24 The respondents agreed to participate through email responses or LinkedIn messaging responses. 
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observation phase of work intended for the project. This conditional point was agreed 

upon both verbally and contractually by the Tech Program’s Program Coordinator.  

All data collected throughout the employment period, extending from May 

through December 2015, were used to develop the analysis and results for the research 

done. As part of the procedure of working an academic research project, IRB approval 

was required for the first and second phases of research. However, owing to the 

understood complications of IRB approval while engaging with a community (Sykes 

1967; Plattner 2006:527; Schrag 2008), participant-observation was ongoing from the 

outset.  

Though IRB approval did not allow for work to being until July, the detailed notes 

compiled during this third phase of research allowed for great flexibility within the first 

phase. The personal connections developed within the community during this time, as 

well as the experience gained working within the organization, were invaluable 

contributions to the research. Questions and contextual clues were drawn from 

experiences and interactions within the workplace that served to influence phases one 

and two of the research work. 

Participant observation is the bedrock of anthropological research for the obvious 

advantages. Gathering community support through interaction, achieving meaningful 

connections and interactions while attempting to live the lifestyle provide for the emic 

perspective so diligently pursued. Having worked for the organization previously, 

personal connections were already in place with senior-most staff members. However, 

owing to the sudden turnover of the staff, new connections were made as new staff 

members were hired.  
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Diligently cultivating both an etic and an emic perspective of the Tech Program 

was complicated. The level of engagement with the community meant that many of the 

study-participants came to see me as a friend and confidant. The most important thing 

to clarify with this point is that this community of individuals collaborated to a great 

degree with me because they knew me and trusted this work. Without ever exploiting 

stating so, their trust was made obvious and the extensive efforts to secure their 

anonymity is a direct result of their forthright contributions.  
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CHAPTER 4 

DESCRIPTION OF INFORMATION GATHERED 

4.1     Project Development 

The initial approach for the project was intended to being with phase I 

quantitative data collection with semi-structured interviews. These were to begin after 

IRB approval had been consolidated and employment status had been assured for the 

student researcher. However, a series of events external to the organization indicating 

changes in funding sources led to a series of internal events that resulted in a turnover 

of 40% of the workforce within a one month period beginning in May. Though IRB had 

not been approved and employment authorization had not yet been authorized, the 

opportunity to engage with the organization during the critical turnover point arose. 

Without proper approval or protocols in place, phase three data collection (participant 

observation) began much sooner than anticipated. 

The departures for the staff members from the organization would result in 

positive gains for them (relocating for job or study purposes), but created a time-

sensitive problem for the organization. Of the four staff members who were leaving, two 

were long term members of the organization and had critical institutional knowledge that 

was not recorded or documented in any updated capacity. The sudden departure of 

these members of staff would represent an irreparable loss of key information. There 

were tentative assurances that post-departure communication could continue and that 

the staff would continue to support the organization in that capacity. However the 

potential lack of their institutional knowledge at a key juncture pushed the Program 

Coordinator to devise an alternate plan. 
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It’s worth noting the demographic information at this point for the organization to 

properly understand the changes and complications that necessitated a change in the 

standing plan. These issues affected the entire scope of the project and significant 

changes had to be made to adapt to the new situation. The demographic breakdown of 

the staff at the time this project began:  

 One Program Coordinator (male. Mid 50’s) 

 Two Senior Project Managers (one male, one female. Both early 30’s) 

 One Project Manager (female. Late 20’s) 

 One Office Manager (female. Early 30’s) 

 Seven Analysts (three female, four male. The three females and three of the 

males were mid to late-20, the oldest male was early 30’s.) 

Save for one of the oldest male analyst who was African-American, all the staff 

members were Caucasian. Their level of education varied, but all counted at least one 

bachelor’s degree and the three Project Managers all had or were shortly to receive 

their Master’s degree. The Program Coordinator also had both a degree and a Masters. 

These 12 staff members worked over the academic summer break with approximately 

16 students. Given the nature of the summer break for students, a core group of about 

12 students worked the bulk of the summer while others only worked stretches of a few 

weeks at various points throughout the summer. 

Additional to the reality of 40% of the workforce leaving for independent reasons, 

both female project managers were pregnant. Their due dates effectively were 

scheduled for September and November, respectively for the junior and senior project 

managers. The combination of facts meant that 60% of the staff would be departing 
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from the organization over a 6 month period from May to November. Their departure, 

whether permanent or temporary (due to maternity leave), represented a significant loss 

of resources both knowledge-wise and administratively. All four staff members who 

would be leaving the organization worked on grant funded projects providing support for 

the crime analysis section of the Tech Program.  

The combined loss of institutional knowledge and administrative potential was 

further compounded by the beginning of the summer period. During this time, many 

projects had been designed and work had been accepted with the idea that the full staff 

contingent would be available, as well as the full student load. A distant further issue 

was the impeding academic semester, which would see well over 50 students return to 

work. Priorities shifted within the workplace to immediately account for the staff turnover 

and the administrative managing of the organization.  

 

4.2     Observation and Early Work 

On May 21, several weeks before IRB approval came through for this research 

project to begin or for the paperwork to process so that the student researcher could be 

hired as an employee, this situation was detailed by one of the senior members of the 

staff leaving. Given the parameters intended for the research project, and past 

experiences between the organization and the student researcher, a mutually beneficial 

opportunity was suggested.  

In exchange for documenting as much institutional knowledge as was possible 

within the 2 week time period before the senior staff member departed, the student 

researcher would be granted the opportunity to begin participant observation and 
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unpaid volunteer work for the organization. Considering the scope of the project and the 

critical change occurring within the organization, the agreement was quickly made and 

put into practice.  

Phase III work then began on May 22, and continued throughout the duration of 

the project, which was granted subsequent extensions for research to continue into 

January, along with the final presentation of the requisite reports. Originally, per the 

agreement made to being the work, the focus of the participant observation 

concentrated around the interactions of the staff as they conferred as much institutional 

knowledge as possible within the span of their two week notice. Though all five 

departing staff members were made available to record institutional knowledge as they 

had awareness of it, the two critical staff members (one a senior project manager and 

one a senior analyst) were the priority.  

Participant observation and data collection was carried out through diligent field-

notes. These were written in a manner familiar to anthropologists conducting field 

research, and subsequently transcribed and updated for future consideration at the end 

of each day. Additionally, all email correspondence and physical notes were saved for 

future consideration, though the hectic nature of the work made subsequent notations 

difficult to contextualize.  

During this time, informal reports were conducted by request to the client about 

the conditions of work and the institutional knowledge being recorded. Many informal 

attempts were made by the Program Coordinator to extract early research conclusions 

from the observations and experiences, but these were deflected and turned to jocular 
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conversations. No conclusions were shared throughout this time, though several key 

assumptions began to develop: 

 The organization seemed to lack the clear lines of communication to guarantee 

process validity. 

o Instructions were carried out to the letter; understanding did not seem 

critical to operating success.  

 Power within the organizational hierarchy seemed to be concentrated at the 

highest echelon of the organization and was seemingly maintained by 

withholding information and plans. 

o Plans were also subject to change with little accountability to less senior 

employees. 

 A perceived lack of concern for the handling of information had apparently lent to 

a condition where few procedures were in place to handle employee turnover. 

o Key information was documented in attempts that were widely 

acknowledged to be of only partial use even if one was familiar with the 

organization and the specialized software involved in operating certain 

functions within it. Institutional knowledge came from practice which key 

members of the organization had exclusively had access to, and little 

cross-training had occurred.  

These initial key ideas were noted during the hectic time when the organization 

was preparing for the rapid turnover and new employees were being sought out to 

replace those leaving, so they were assumed to be tentative. These ideas were not born 

strictly from observation, in the case of the first and third point; they were referenced by 
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members of the staff and students to a less degree, somewhat informally. The second 

point was born of observation and subtle implications of commentary made by staff 

members who were leaving.  

This itself would become a notably evident practice, to imply subtly rather than 

outright state blunt truths about the organization and its management in the most 

informal of contexts. In the professional context of the work environment, rarely did any 

such overt or subtle implications make themselves manifest unless under conditions of 

extreme duress for student or staff employees.25 These findings would help devise and 

revise the questions posed during the interviews of phase I data collecting and would 

then be influential in the development of the questionnaire prepared for phase II.  

By the beginning of June, the 4 members of staff had left. Three documents had 

been compiled into an encyclopedic compendium of their institutional knowledge, or as 

much of one as could be made with the time available. Given the lack of IRB approval 

but the opportunity to continue engaging with participant observation, work with the 

organization continued. During this time, an effort was made to associate with the 

student employees as well as the remaining staff. The student researcher engaged in 

the responsibilities of project management to support the organization and for the 

breadth of access it allowed to the ongoing work being done.  

 

                                                           
25 There was only one incident of duress. It was a product of a personal situation with a student-worker 
who was having difficulties in an aspect of their social life and was distraught after a review of her work 
was conducted by a senior staff member. Frustration led to a venting to a few of her closest work-mates 
about both the personal situation and subsequent issues in the workplace. 
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4.3     Evidence Based Results  

Throughout Phase I, students expressed a great deal of honesty for the working 

conditions and environment they found themselves in. They detailed their hiring process 

in many cases with laughter, and were similarly jocular about their training schedule and 

the organization of work currently used in the Tech Program. Student-workers were 

often unaware of their rank within the organization, and had difficulties naming all of the 

ranks.  

There were strong indications throughout the interviews with student-workers that 

they were happy with their place in the organization and the work they had done and 

knew how to do. The student-workers were outwardly dismissive of the procedure that 

they underwent to be hired and under which they currently worked. However, they all 

expressed appreciation for their development. That is to say, they saw their current level 

of progress relative to where they had been when first hired as astounding. Many 

viewed their current work (positively) as “completely unreal. Twenty-year old college 

students just don’t normally get to do this!”26  

The lack of a clearly defined communication structure bothered some students. 

Several made comments to that effect, expressing the difficulties of working around 

other work product of other student-workers they may never have met. The difficulties of 

having to improvise and adapt due to a client or staff request when data already exists 

but can’t be found or needs to  be recreated a particular way and there’s a disconnect 

because the person who did the work isn’t available at that moment.  

                                                           
26 Interview 2.  
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Part of the difficulty described, of work not being easily accessible, was identified 

by both student and staff as an issue of crowd management. “The ratio is about 7 to 1, 

student to staff. So theoretically each student gets about an hour of the day. But during 

the semester you can have 30 or more students, and they tend to cluster around the 

hours they want to work. That makes things harder.”27 Trying to maintain an 

organizational system that accounts for multiple users across multiple time periods is 

hectic. Doing so while fielding client requests, providing updates to senior staff and 

training sessions for students, are among the duties that all staff deal with to one extent 

or another.  

Management at that level is complicated without a clear system, a formal series 

of procedures that is well understood by all involved parties, and a discipline component 

that is reinforced. Several staff members mentioned in particular the difficulty of 

enforcing their position with some students. In particular contexts, some students 

required more time and attention than others. The nature of student-work means there 

are occasional difficulties as these are trained to adapt to a professional work 

environment. “…I had a student who was being rude and I kept bringing it up and was 

told repeatedly that it wasn’t an issue.”28  

There was a disconnect in communication, expressed at all levels, and further 

reinforced by the questionnaire. The questionnaire prompted former employees to 

respond with their awareness of any systems for discipline and formal procedures in 

place within the Tech Program.29 Further, they were asked to provide suggestions they 

                                                           
27 Interview 7. 
28 Interview 9. 
29 Question 16, Annex II.  
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felt might help improve things.30  While most (10/12) expressed their awareness of 

formal procedures and internal policies governing attitudes and behaviors, several 

(4/10) expressed dissatisfaction with them. The consensus among the dissatisfied was 

that the systems were not very effective.  

From observations conducted throughout this time, it was clear there was a 

disconnect between how things were intended to work, by the description of the staff 

when prompted; and how things actually worked, as the day to day employment 

activities ensued and responses were made to issues. The bulk of the disciplining was 

social, not professional. There were few systems in place for disciplined responses to 

infractions. There were few infractions that could be committed, as there were few 

policies to organize around them. Staff and student alike reported only general 

awareness of policies, the bulk of which they had come to know informally. Scant few 

reported being made formally aware of policies, and these only when prompted or as 

part of an introduction system that went into effect after an informal suggestion of that 

nature was made to the Program Coordinator.  

Perhaps the most obvious disconnect was discovered through participant-

observation and hinted at through interviews. Few of the employees on staff willingly 

and openly addressed the Program Coordinator with issues they had within the 

organization for fear of reprisals. The issues which manifested had to come from 

permissible sources, which he made aware of his trust in advance, and in scant doses. 

This was confirmed multiple times by informal commentary and vivid experiences 

obtained as an employee of the organization. 

                                                           
30 Question 17, Annex II.  
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In short, the organization suffered from a slew of understood and recognized 

issues. These went unacknowledged due to a high concentration of power at the senior-

most level. Further, they went unresolved, as there was no methodology for translating 

concerns and issues without fear of reappraisal from the entities best suited to allow or 

create change. In this sense, the organization of the Tech Program and the internal 

structure did parallel a medieval “guild” structure.  
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CHAPTER 5 

CONTEXT OF WORK 

5.1     Organization of the Tech Program 

The Tech Program is a grant-funded, student-worker oriented organization 

centered on the premise of providing student-workers with experiential-learning 

opportunities while providing technical analysis, support and product services to a large 

community that spans in interests from environmental impact to crime analysis to 

educational opportunities. Student-workers are trained across a variety of hardware and 

software skillsets and encouraged to cross-train according to their own interests, while 

being supervised on funded and non-funded project work by staff supervisors and high 

ranking student-workers. Student-workers are ranked through a promotion system 

designed by the Program Coordinator. The Tech Program is an organization that excels 

in providing student-workers with the kind of professional experience that works in 

conjunction with the university degree they earn, to provide excellent future work 

prospects.  

The Tech Program operates two interconnected divisions; a Crime side and a 

Non-Crime side, within its organizational structure.31 The Crime side of the lab consists 

of a mix of staff levels including Analyst levels I, II and III, along with Project Managers 

and the Tech Program’s Senior Project Manager. The Non-Crime side of the lab truly 

only has one staff member, who is also the Program Coordinator for the Tech Program. 

In addition to these, there is a permanent Office Manager position existing as a nexus 

                                                           
31 The designations “crime side” and “non-crime side” are internal to the organization. 
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for the two sides. The Office Manager is in charge of the administrative and financial 

duties as assigned by the Program Coordinator.  

The Tech Program operates almost entirely on grant-funded work. This means 

that every staff member and every student-worker is paid from money that is generated 

from either proposals, grants, or contract work developed by the Program Coordinator. 

Staff positions are written into the grants for the Crime side of the lab, as they require 

constant work and often multiple year-long commitments. The Non-Crime side of the 

Tech Program is funded through any number of projects that originate from a variety of 

partnerships and connections with environmental agencies, NGO’s, special interest 

groups, and academic institutions, among others. The projects on the Non-Crime side of 

the lab tend to be smaller in scale, and so much more numerous than the much larger 

projects that are funded for the Crime Side.   

Due to the nature of grant-funded work, positions within the organization have to 

be fluidly adapted within the context of the work that needs to be performed. At the time 

this research was conducted, several positions were vacant after the sudden turnover of 

5 full time professional staff members and efforts to fill the positions were still ongoing. 

While these efforts were necessary, the limited funding available through the current 

grants limits the available pools of applicants for the open positions. An increase in the 

income flow to the lab would provide for additional financial incentives for potential 

applicants and to secure a high retention rate for current staff. Attracting the necessary 

talent to sustain operational success and continued growth is of vital interest to the 

organization. 
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The student-workers within the Tech Program are organized by a series of 

internal ranks created by the Program Coordinator. These 5 ranks carry respective pay 

increases for the student-workers, assigned at the purview of the Program Coordinator, 

within a timescale he determines. Promotions are achieved through a combination of 

merit achievement, training in skills and organizational investment (in this case time 

spent involved), to rise through the ranks. Student-workers can rise through the ranks 

regardless of their year in college and their major, as the Tech Program is open to 

diversity on all levels. 

Student-workers are evaluated yearly with performance reviews that gauge and 

review their work, temperament and involvement with the organization to orient them 

towards constant improvement. Usually student-workers are promoted during this spring 

review, though by virtue of necessity of some project work or presentation case some 

student-workers receive promotions at rates faster than performance reviews are done. 

While a promotion does not guarantee a pay raise, they are usually synonymous, as the 

challenge of the work that the student-worker is assigned to increases with progression 

through the ranks. 

The unique ranking system, based on the template of craft guild structures where 

apprentices were taught the skills of a trade and rose through levels through 

achievement, is particularly efficient where students can train other students. For the 

Tech Program, the informal reliance of student networks and the lack of direct oversight 

related to the authoritarian roles of higher ranks made for a confusing internal 

organization for both staff and students. Informal networks tend to grow and be 
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strengthened by the participations of individuals within an organization based on a 

mutual need and regard (Kerno 2008:69).  

Having a clearly defined format with rules and permissions for each rank made 

widely accessible to all employees involved within the Tech Program would help resolve 

this issue of over-reliance on informal networks. Useful though they are, born of 

necessity, formalized procedures and systems would facilitate the training and 

development of employees. Student-workers could be educated within a “guild” 

structure that more closely meshed the original design intention of that Middle Ages 

system with the overall goals and intent of the Program Coordinator.  

Student-workers work on projects as directed by staff or high-ranking student-

worker supervisors who interact directly with the clients. Depending on student-worker 

rank and time commitment to the organization, they may be assigned work on a by-task 

or by-project basis. This flexibility is required when working with student-workers due to 

the prioritization of their schooling. Involvement in projects is also occasionally directed 

to change for a variety of professional development or administrative interests. This 

requires student-workers on both sides of the Tech Program to be flexible, adaptive, 

and by necessity vocal, if their interests are with one particular project over another. 

Student-worker requests are always diligently considered when they are made aware to 

staff. The goal of providing experiential opportunities and mimicking a professional work 

environment is balanced against the possibility of compromising student-worker growth 

with a shift to a new project.  

Much of the involvement for student-workers within the lab organization is 

dependent on a combination of their skillset with the particular software used for 
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particular projects, and their comfort in being vocal enough to express interest and 

desires within the workforce. It is unclear whether there are formal procedures for 

student-workers to declare official interest in a particular aspect or lab project, but it 

would seem worth looking into if it were not the case. From the interviews, student-

workers expressed their interests through informal communications around the lab and 

to the Program Coordinator. A formal, accountable listing for each student-worker of 

their interests would help prioritize them in the direction of work they have an interest in. 

While student-worker interests and skills are often taken into consideration, the 

requirements of a workplace environment do supersede individual desires and interests. 

In this way, the Tech Program also parallels a professional working environment, where 

there are no guarantees to consistency of work accounted for within the direction to aid 

the organization by participating in “tasks as assigned,” which is a standard part of an 

employment contract. For the Crime-Side, student-workers tasks are monitored by their 

staff supervisors, rarely are student-workers appointed to supervise and manage other 

student-workers, which is a clear difference from the Non-Crime side of the lab. This 

division of management styles is only possible because the Crime side of the lab has 

the funding to support staff that can direct student-worker involvement at a much closer 

level than the Non-Crime side of the lab can.  

Currently the staff analysts within the Crime Side report within their own chain of 

command to their immediate supervisor, whether that is the Senior Project Manager, or 

an Analyst II or III. At the time this research was conducted, there were four projects 

ongoing in the Crime Side, distributed amongst six analysts. Each analyst worked with a 

selection from the available pool of student-workers working on the particular grant they 
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were assigned to. The analysts on the Crime Side directed project tasks only to those 

student-workers dictated by the boundaries of their particular grant and under the 

purview of the senior-most staff. Student-workers received their work tasks from their 

respective staff supervisor. Student-workers of higher ranks and skillset were assigned 

more responsibility according to their ability and work schedule. 

The student-workers within the Non-Crime Side operate on a slightly different 

model by virtue of operating within a student-worker-centered hierarchy of work.  The 

lack of staff means the Program Coordinator is the only staff manager for all the projects 

in the non-crime and the senior-most ranked student-workers run projects with his 

supervision. The student-workers at this highest rank act as project managers in their 

own rights, with student-workers reporting to them for projects and tasks. The total 

number of projects operating on the non-crime side of the lab is difficult to estimate as 

the grant funded work comes in on a rolling basis and work is redistributed as 

necessary to accomplish all projects, small and large. A tentative estimate had about 15 

projects at work during the time this research was conducted. 

 

5.2     Research and Analysis 

The initial stage of this project work involved extensive interviewing of nine 

subject participants who were also employees of the organization. Due to the hectic 

nature of the turnover rate and the fact that the student-researcher was pressed into 

working as a project manager, these interviewers were spaced out over a two month 

period. Of the nine total interviews, five were conducted with students and four with 

staff. Due to the breakdown of student employees at the time, four students were male 
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and one was female. Likewise amongst the staff resulted in three female staff members 

and one male staff member being interviewed. 

Of the nine interviews conducted, all save two were recorded with two audio 

recording devices for clarity. The two interviews not recorded in this way were 

transcribed from handwritten notes during the interview and reflections made at the 

conclusion of each interview. Over the two-month period, each interview was 

transcribed and coded. The codes were developed following the conventions of 

discourse analysis and grounded theory (Bernard 2006; 492-494). Syntax was carefully 

analyzed in the context of the work environment and word-choice was analyzed in 

reference to organizational behavior, management, policies and internal structure.  

Pursuant to the conventions of grounded theory in the social sciences, after the 

coding was completed, thematic analysis was conducted on the codes. As themes 

emerged they were categorized and compared. Though field notes were not 

categorized thematically, they did serve to support the linkage made between emerging 

themes from the interviews. Owing to the limited sample size and the time constraints 

on this phase of research, certain allowances were made to incorporate the indications 

of the quantitative research. This process involved the progressive development of a 

model that situated the themes within the core of the research interests.  

 

5.3     Themes 

Throughout the content analysis that prompted multiple rounds of coding of the 

transcriptions of the interviews conducted, three distinct themes emerged. Heuristic 

analysis combined these codes with the data extracted from notes during the 
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participant-observation work that had been done. This information was subsequently 

reviewed in the context of the questionnaire results obtained and a fourth theme 

emerged from the analysis. 

These themes encompassed four distinct areas of concern or attention for the 

organization. While these are not in themselves representative of every conversation 

and data point analyzed, they combine within the goals of the research to draw 

awareness of the structure of the organization at present. They further serve to highlight 

areas of potential exploration for change that may benefit the organization on its journey 

to achieving a more useful internal structure. The four themes were: 

 Communication System 

 Internal Organization  

 System for Discipline  

 System for Promotion  

5.3.1     Communication System 

The theme of communication was prevalent throughout the organization, and 

awareness of the issues related to it extends to all levels within it. The deficiencies in 

communication lead to uncertainty of ranks, difficulties managing tasks, complications in 

understanding hierarchy and disconnections in employee awareness.  Several times 

within interviews this theme manifested as business culture habits.  

Int: How do you and other student workers communicate?  

P: We simply speak, to each other? It’s very casual… um, and like I said there 
doesn’t seem to be really a value to rank. So… requests, kind of become conversation? 
Instead of requests.32 

                                                           
32 Interview 4  
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Students found difficulties expressing authority by way of rank, and informal 

communication was the common rule for getting work done. Staff to student 

communication was highlighted as being different, involving more degrees of respect 

and authority. It’s important to note that these efforts of communication were all distinct 

from interactions with the Program Coordinator, who ranked differently for students.  

[Communication] depends on the relationship between staff and student. I had a 
great communication with my original supervisor… Not so much with [Program 
Coordinator].33 

The more successful students tended to report having broader levels of 

communication within the organization, or just more raw work experience from hours 

spent participating. The largest breakdowns in communication were from the highest 

levels of the organization down to the full-time staff positions. Information was withheld 

or manipulated for various reasons that were never clearly articulated. From 

observations, it seemed the organization required a great deal of blind faith to support 

the current system; a system where faith carried the idea that there was a plan in place 

for how the work was being done. However, no one could (or did) articulate it, and a 

level of tension built within the organization over the lack of understanding.  

It’s just, everything is reactive and not standardized and not consistent. There’s 
no correct information, [the office manager] is intending on training the staff on what the 
students get told, because no one knows for sure the official party line. This isn’t rocket 
science, but if no one gets told, how are they supposed to know anything about what 
[the office manager] knows? Some standard expectations for everyone would be really 
useful.34 

The levels of tension over the time this research project was conducted 

heightened around the difficulties of employment and the desire for change. As staff 

                                                           
33 Interview 7. 
34 Interview 9. 
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were hired to fill in vacant positions and students continued working on tasks, there 

were further administrative challenges. Changes were desired from the position of the 

staff and the students to adapt to new circumstance, but formal protocols to put those 

into place were lacking. It was difficult to make any meaningful changes, as there was 

no institutional policy to change, nor means to highlight that change, beyond informally 

requesting it be done differently. For every task, there was either a “that’s how things 

are done” or, “you should ask the Project Manager” who during the difficult transition 

period was often too occupied to engage with these issues.  

Further complicating things were when students or staff members took initiative 

for themselves, and implemented changes that were later challenged (privately or 

publically) by the Program Coordinator. The organization was limited by the lack of 

communication protocols, the overruling ability of the Program Coordinator and the 

inherent uncertainty of acting outside of specifically described boundaries of tasks. 

There was a strong desire, expressed by both staff and student for some form of 

feedback mechanism that would validate their participation within the structure as vocal, 

contributing members. 

People understand that this is a grant environment and that things are shifting… 
but without that communication? Without the feedback and understanding of what is 
happening and why and what it means to funding and otherwise? Things get 
complicated. There’s that lack of faith, if there isn’t the clarity and transparency. If you 
don’t tell people information, they don’t think they are valuable to the organization.35 

5.3.2     Internal Organization  

The theme of internal organization emerged as a reflection of the lack of 

consistency in responses to organizational policy questions. Continuing the 

                                                           
35 Interview 9. 



 

69 

symptomatic consequences expressed within the communication theme, there was a 

breakdown of understanding of positioning, authority and value within the organization. 

Telling is that while every member of the organization interviewed was able to articulate 

a mission goal for the Tech Program, none of them matched. Few aligned in what they 

claimed was the mission goal and most were very aware of the lack of consistency on 

this issue. There was no collective understanding of the purpose, only vague ideas from 

experience and overheard expressions from others.  

I think it’s [the internal ranking system] a little informal. I don’t know what each 
rank should entail, but there should probably be a description. Like analyst or 
technician? They have a job title and description. So having a description would help 
each of our titles. Because we rank the titles, even on the website, but there’s no job 
description for our job title.36 

During the time of this research project, there were 5 ranks for students. One 

was the least of them and the fifth rank was the highest. However, there was little 

consistency in what those ranks meant. Whether or not they conferred authority, 

technical mastery, achievement or merit based promotion. The ranks were instituted 

originally (as understood by an informal conversation) as a means to solidify pay 

structures for the students.  

Owing to the diversity of pay for students, as it was not restricted to the rank they 

held, this issue was somewhat muddled. When asked about the structures within the lab 

around the “guild model” students and staff alike carried a shared perception that the 

idea seemed good, but the implementation was not there. There was confusion over 

who it applied to, what it mean for the staff and their relative degrees of authority, and 

what the boundaries of authority were. There were also discreet concerns about level of 

                                                           
36 Interview 6. 
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pay, though all of the students were pleased with their rate of pay, the staff were not as 

vocally in agreement. 

I think it is [the guild model] a good idea that has not been effectively put into 
place. There are students that will outrank other students… and this is where the 
problem occurs, where a younger student can outrank an older student, there can be 
some authority issues there. But the main issue I see is that it seems the ranks don’t 
mean anything power wise.37 

Further complications with the internal organization related to administrative 

handling of the various projects completed on the non-crime side and the tasks 

managed on the crime-side. The crime-side handled relatively few projects that required 

a broad range of tasks to be accomplished in various procedural orders. As the bulk of 

staff occupied analyst positions within this section of the Tech Program, there was a 

large amount of supervisory ability concentrated around these tasks. However, the 

result of over 40% of the staff for the Tech Program leaving the organization (all of 

whom worked on the crime-side) left a dearth of institutional knowledge. The 

organization lacked formal protocols to back up information and procedures before the 

staff left. 

The thing is, we build things up here and then they fall apart once people leave, 
no matter how good things were going. You build them up and someone leaves, and 
then you have to rebuild instead of continuing to grow.38 

Student workers who had been involved in the many aspects of work that the 

staff engaged in could partially compensate for the loss. However, while many students 

had the technical knowledge of how to accomplish particular tasks (especially those 

they were frequently handling by way of habitual instruction) this does not mean they 

understood the full scope of the process they were involved in. There was a disconnect 

                                                           
37 Interview 4.  
38 Interview 5. 
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on both sides, crime and non-crime, between the tasks students and staff were 

participating in, the projects being managed and how they fit within the scope of the 

organization.  

And the thing about, is that if you're trying to teach a student a complex process, 
how do you know they're sticking with it? Also you know they can't do much because 
they only have so many hours [at work]. So how do you do that? Lots of the student 
workers will be given a lot of menial tasks or unskilled…39 

While it was did not manifest clearly, insinuations were made amongst all levels 

of the employees indicating awareness of this issue. Given the large number of 

students, the limit (imposed by the university, and not the organization) of hours of work, 

and the number of projects and involved tasks within those projects, management of the 

knowledge of work is an exercise in controlled chaos. That very terminology, “controlled 

chaos” was used in several instances by members of the staff with a degree of pride, as 

that was the requirement that the workplace demanded. The ability to manage chaos 

and continue to produce successful and desirable product for various clients was prized.  

5.3.3     System for Discipline  

A large concern, manifested in every phase of research, was related to the 

theme of discipline. There was a general understanding that the organization had either 

a weak system or no system at all. There was little consensus of punishments or 

penalties for inappropriate behavior, attitudes and breaking of policy standards. In part 

this may be due to the lack of awareness of formal policies or simply a lack of formal 

policies. While the organization does have a policy guideline, it exists in an electronic 

format buried within administrative sub-folders and exists as an expression of university 

policies and guidelines.  

                                                           
39 Interview 3. 
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Little effort has been made beyond the reactive necessity of certain situations, to 

dictate clear policies with transparent focus. This leads to a system where some are 

punished sometimes, in various kinds of ways including semi-public censure, private 

discussions regarding manifesting issues, and threatening levels of response that are 

rarely (if ever) carried out. No student could reasonably respond to when anyone 

student-worker had ever been fired for an infraction, and staff were tentative in their 

responses as well. Clear numbers of how many students had actually been dismissed 

were not available for this research project.  

If we make a, so to speak, punishment system? Like for the whole bathroom 
problem of not cleaning up after yourself? Simple things that children can do, if there is 
no repercussion then there won’t be any changes. So we need a repercussion system.40 

Students and staff alike expressed some idea about dealing with the issue of 

discipline slips or inefficiencies that could not be reprimanded, as there was no system 

to formally reprimand anyone. Various attempts had been made throughout several 

years but informal communication about the issue revealed that the Program 

Coordinator had either failed to enforce the new mandates or overturned them upon 

discovering their existence.  

This lackadaisical attitude was reminiscent of what was expressed by the 

Program Coordinator in dealing with the policies of the University. A devil may care 

attitude towards the rules left the organization deficient internally as it could not respond 

to “slackers” with definitive authority. The lack of a formal hiring policy meant that there 

was no filter for who could be hired, and the inability to dismiss employees effectively 
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hampered student and staff alike. The entire organization was forced to compensate for 

students who were not effective.  

Compounding the problem was the influence of the Program Coordinator. His 

position directly held authorization over hiring, firing and moving employees within the 

organization at will. Comments were made to the effect that he was “a softy,” who 

refused to fire students and insisted that they could be put to work in different contexts. 

This informal policy led to manifested (informal) frustrations as efficient and productive 

employees dealt with situations where inefficient and unaccountable employees 

remained with the organization.  

The standards drop, it’s like a virus. People start slacking and doing less and 
less. Those who are less interested and less actively pursuing the work especially. And 
you’re going to lose the students who are interested because they are surrounded by 
people who aren’t interested.41  

The Program Coordinator expressed awareness of this issue. Small steps were 

made to correct it, by allowing other employees to weigh in with recommendations as 

far as hiring practices and opening a space for staff to participate in discussions of 

which students were not pulling their weight. Over the span of this research though, it 

has become apparent that these initial changes were not permanent. They were 

temporary allowances which have since reverted back to the normal conditions, 

whereupon the program Coordinator dictates norms and policies at will that affect 

whatever population he is currently working on.  

5.3.4     System for Promotion 

The theme of promotion was only directly commented on when questioned. 

Otherwise the entire system, which is the theoretical underpinning of the “guild” model, 
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is largely ignored. Except when doing formal presentations, being assigned work, being 

reviewed, or having interactions with the Program Coordinator, in which case the issue 

of rank and promotion is of clear priority. In that the Program Coordinator is the only one 

with authority to promote, give raises, and otherwise manipulate the ranking system. No 

other employee has authority to do so, nor is there a system in place to recommend or 

support a student for a higher level position.  

I think that [promotions] are up to [The Program Coordinator]. Probably it isn't 
really standardized. It depends on how much he interacts with you, and how he deals 
with your superiors. That's what I've been told very informally…42 

There isn’t a system for staff to be promoted either. Staff are hired for determined 

positions which, barring a need of the Program Coordinator, are terminal positions. 

There is no rising through the ranks, as for the staff there are very few ranks. The Tech 

Program does not appear to be built with the intention of supporting staff growth or 

independence. As such, informal comments have led to the understanding that staff for 

the most part view their position as temporary. There to acquire experience and 

networking opportunities to develop future job prospects elsewhere.   

We’ve had people [staff] turned down for positions of promotion, but not told why 
or how they need to grow to fill in those positions. We’re not training them to move up.43  

Student workers can be promoted from first rank to third (as an example) by the 

sole discretion of the Program Coordinator, independent of ability, time with at the Tech 

Program, or participation in projects. These reasons, as discussed informally through 

exercises of participant-observation, were related to presentation or personal whim. 

Students who were best “liked,” were most likely to rise through the ranks quickly. Not to 
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disparage their level, these students tended to volunteer frequently for extra work and 

engage directly with projects, clients and senior staff as they rose through the ranks. 

However, this didn’t translate to an efficient system of training for all students.  

This was especially apparent in the non-crime side of the Tech Program, as 

students of level 5 managed projects directly with minimal supervision. On the crime 

side of the Tech Program, few students carried this higher rank, as there were few 

opportunities for students to manage projects given the sensitive and time-consuming 

nature of the crime related work. However, both sides were witness to students being 

promoted for asking for a pay raise, or after a brief conversation of the length of their 

employment to date.  

Students get promoted for how long they’ve worked here, not necessarily what 
they’ve contributed. There are some at the bottom whose skill is at a higher level, but 
then there are some at higher levels who have only one skillset and are deficient in 
others.44 

 

5.4     Suggestions from Quantitative Research 

Only twelve participants’ responses were available for analysis. However this 

does not represent a statistically significant representation of even the convenience 

sample of 84 former student-workers from a total population of 127. From a crowd of 84 

with a 95% certainty you’d want over 60 participants.45 Having fallen so far under that 

number, it is best to take the results at face value with degrees of consideration. They 

are not representative of the total population, and will be used only as vague indicators 

for sentiment.  
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 Age range for participants was 22-25. Highest number respondents (5) were 23.  

 Eight identified as female. Four identified as male.  

 Eight identified as having worked over three years in the lab.  

 Four had worked less than a year and a half.  

5.4.1     System of Promotion 

 When asked about the degree of fairness in student promotion, seven responded 

positively to the way things were done. Five disagreed with the system and of 

those, two expressed examples of unfairness. Students who had been promoted 

because they asked for more money or promoted despite not having familiarity 

with a common software package.  

 Following that same trend, when asked whether students had equal levels of 

proficiency, five of the twelve said yes. Four of the seven who disagreed cited 

perceived notions of inexperience from other students, along with doubts about 

their competence and motivation to effectively work.  

5.4.2     System for Discipline  

 When asked about awareness of formal discipline policies for inappropriate 

behaviors, seven of the twelve former employees claimed to be aware of them.  

 Of the five who claimed they were not aware, four made comments regarding 

suggestions to raise awareness and foster a strict discipline system. The 

consensus amongst the four responses was that there should be a warning 

system for the 1st offense, with 1 to 2 escalating degrees of warning for 

subsequent offenses before the student in question is dismissed.  
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5.4.3     Internal Organization 

 When asked about how informed they felt about internal policies, nine of the 

twelve stated that they were well informed.  

 Two of the nine went so far as to explain how clearly basic policies regarding 

dress code and dealing with classwork situations were explained to them. 

 Interestingly, all twelve reported that their supervisors held realistic expectations 

for their workload and capacity. This is especially worth noting as the twelve 

participants collectively worked for every staff member employed between 2010 

and 2015. These results were repeated when the students were asked if their 

work and experiences had contributed to their professional work abilities.  

5.4.4     Communication System 

 On Likert scale questions, students ranked communication between students in 

the workplace and between students and staff in the workplace as “very 

effective” or better 70% of the time. When asked about communication between 

staff, this number dips slightly to 60%.  

 When asked about the effectiveness of team and individual projects being 

completed on time, again over 70% of the responses rated “very effective” or 

better.  

 For all the Likert scale questions asked, less than 20% of the responses fell 

below the middle ground of measurement of effectiveness.  

From these limited samplings some very tentative insinuations can be made. 

Students are comfortable with the workload expected of them and consider that the 

organization effective at accomplishing tasks. Though the bulk are familiar with 
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organizational policies, they see the advantages of updates and reminders made 

available to them. There are indications of positive sentiment stemming from a change 

towards greater transparency in discipline and promotion systems. 
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CHAPTER 6 

THEORY OF ANALYSIS 

6.1     Understanding the Tech Program “Guild” 

The goal of the research was an understanding of the organizational structure of 

the Tech Program. A secondary goal was a comparison of its current structure to a 

medieval “guild” structure and to design a series of recommendations to orient the 

organization in line with that ideal. It became apparent from very early on that the 

current structure of the organization was subject to complicated stresses through the 

thematic analysis and modeling. The data began to show that the organization had a 

heavily stilted power dynamic which compromised its internal growth. 

In keeping with a medieval “guild” structure, there was ostensibly a “Master” 

figure of power, which was the Program Coordinator. And within varying degrees there 

were what could also be called “masters” that were the other full time staff members. 

And the students could broadly be identified as “apprentices” of varying kinds within the 

ranks the Program Coordinator had devised. In this sense the organization had broad 

strokes of what made a guild. Contemporary design firms have experimented with 

similar formatting to achieve high degrees of efficacy in their workplace environments 

(Byrne and Sands 2002:49). 

Many historians tie the modern development and structure of the apprenticeship 

system of the design profession to European medieval guilds (Lucie-Smith 1983; 

Sparke 1987; Epstein 1991). The original design for apprenticeship systems originally 

had more to do with regulating labor supply, setting standards for performance, and 

creating monopolies of a trade or craft than the currently practiced models (Benner 
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2003:182). However there are significant parallels between the medieval guilds of 

Europe, the design firms of modern times and the Tech Program attempting to re-create 

a guild model of apprenticeship for its student workforce.  

 

6.2     Contemporary Design Studios, Medieval Guilds and the Tech Program 

Firstly, the system of organization described earlier of the hierarchical distribution 

in the Tech Program is consistent with both European medieval guilds and 

contemporary design firms. In European Medieval guilds, there were three broad rank 

categories within each business operating a branch of a guild. At the top of the 

hierarchy was the master, below him were journeymen, and the bottom rung was 

composed of apprentices (Byrne and Sands 2002:49). 

Masters were skilled craftsmen who could open and manage their own 

businesses, hire Journeymen and teach apprentices, all while being a part of the local 

guild (Byrne and Sands 2002:50;  Benner 2003:193). Journeymen were competent 

professionals who had achieved an independent rank and were capable of teaching 

apprentices with some supervision from a master and could work independently or in 

group on projects, though they could not open or manage businesses on their own 

(Benner 2003:193; Byrne and Sands 2002:54-55). Finally, at the lowest tier were the 

apprentices. Apprentices were novices whose family customarily paid a fee for them, 

akin to tuition, as a token for the instruction that was being purchased; however the 

master provided all the materials for working and learning as well as room and board 

(Byrne and Sands 2002:54-55) 
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In contemporary design studios, the systems are built on clear hierarchical 

institutions. Every job within design studios is tasked with responsibilities, bound by 

limits of authority and held to standards of accountability while given access to broad 

resources; in sum, every job is understood to function within a defined role, interlocked 

with the roles and functions of other employees (Byrne and Sands 2002:54). The 

internal hierarchy of staff positions contains principals, directors or project managers, 

apprentices and journeymen, and interns occupy the lowest tier (Byrne and Sands 

2002:54-55).  

Principals are largely arbiters of power and management authority that dictate 

policies, referee disputes and work on sales, negotiating contracts, business strategy 

and the macro level involvement of the workplace required for continued success 

(Byrne and Sands 2002:54). The next level in the hierarchy would correspond to project 

managers or directors, while they may handle overflow of some duties for Principals, 

they are largely responsible for coordinating business-related tasks (Byrne and Sands 

2002:54). The next tier is composed of the apprentices and the journeymen workers, 

who spend their time split between one or several projects largely in a group focus 

(Byrne and Sands 2002:54). The lowest rung consists of interns, there only to learn and 

contribute to in-house tasks on request (Byrne and Sands 2002:55). There may also 

exist another hierarchy within the organization of human resource-type jobs that 

function as administrative aids, salespeople, and support staff for projects (Byrne and 

Sands 2002:55).  

The Tech Program had one master above all others, which was and is the 

Program Coordinator. If such a term existed in the literature as a Grand Master, this 
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would be that position. The ranks of staff members could broadly be identified as 

masters. It is important to note that there are four levels within the organization system 

for masters (analyst I, II, III, and project manager in order from lowest to highest). 

Finally, student-workers are ranked within five levels, from absolute novices at level one 

to staff potentiate at level five. At level five, students are comparable to Journeymen of 

medieval guilds or project managers within design firms. They are capable of 

independently managing projects and supervising other students within those 

managerial roles.  

 

6.3     Analysis of the Tech Program 

In analyzing the Tech Program, it became clear that the distinction of levels 

between masters and the “grand master” figure accentuated some levels of tension. 

Guilds where masters are treated as interchangeable parts, in comparable systems in 

design firms, discover serious difficulties in maintaining these positions filled for longer 

than 8 months on average (Byrne and Sands 2002:60). These systems where there are 

independent bubbles of power work within certain rules, as holocracy has shown with its 

clear rules of distribution of authority and workflow tasks (Robertson 2015)46. However 

in traditional corporate structures that mirror hierarchical guild systems, the hoarding of 

power results in a lack of institutional trust. 

This hoarding of power relates to a phenomenon understood as Founder’s 

Syndrome. Founders are often recognized for their ability to manifest visionary ideas 
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into tangible realties (Block, Rosenberg 2002)47. However, for all their skills at 

translating ideas into reality, they are often criticized for their leadership style and use of 

their position of power within the organization to over influence organizational direction 

(Block, Rosenberg 2002: 353). The use of the word syndrome is characteristic of the 

heavy-handed indifference these figures of authority wield over the organizations they 

create (Block, Rosenberg 2002: 344).  

The Tech Program is unduly influenced by the power wielded by the Program 

Coordinator. In many ways it is justifiable that the person who created the organization 

and built it to the behemoth it is currently should continue to direct it in exactly the 

manner that led to its growth. On the other hand, it could be argued that enduring 

growth can only be sustained if the infrastructure is built and supported from within. 

Otherwise, as described by one participant interviewed “…You build them [the systems] 

up and someone leaves, and then you have to rebuild instead of continuing to grow.”48 

This lack of infrastructure support in the creation and updating of the guild system leads 

to a deterioration of the original purpose of the guild.  

The original purpose of the guild system within the Tech Program was related to 

a necessity to explain the pay rate proposed for the student-workers. As they achieved 

further levels of skill and ability (determined by the purview of the Program Coordinator), 

they would be given raises accordingly. This incidental explanation mirrors what 

researchers have found to be the purpose of apprenticeship systems within guilds 

(Epstein 1998:684). Guilds were never intended to be organization bent on teaching 
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fundamental education, instead they were organizations formulated on the basis of 

transmission of tacit knowledge and skills that were rewarded through assent of ranks 

(Davids 2000:10). 

In keeping with the traditional literature, founders of nonprofit organizations are 

understood to generally be ideologically motivated and have a personal passion for the 

mission of the organization (James, 2003; Rose-Ackerman, 1996; Young, 1986). This is 

certainly the case with the Tech Program, where despite the issues of awareness 

surrounding the actual mission statement for the organization, the Program Coordinator 

was able to quote it easily when asked. In repeated informal observations and 

conversations, he indicated how much “fun” the work was, how it was a work of 

achievement and effort. All born of his desire to “see how far I[he] could go with it.”  

This created an almost double-blind work condition. The Program Coordinator 

sought to see the organization only as an achievement of his effort and his providing of 

the appropriate opportunities for employees to take advantage of at his prodding. The 

employees worked under the auspices that the work was challenging, interesting and 

lucrative (especially so for the student-workers). However, this meant the Program 

Coordinator was willfully dismissive of issues, and the employees had little recourse to 

manage and resolve situations independently. The other “masters” were in a similar 

situation, having to defer in all cases to the head power of the organization, who sought 

to be involved at every level.  

The inherent complexity of running an organization, while fundraising for it, while 

searching for contracts and grants for it, while running it administratively, while 

managing a large team of students, to list just a few of the tasks managed by the 
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Program Coordinator, left a habit of control. To release that control to employees 

required a personal separation of internal authority, which in the best of scenarios would 

be complicated. Additionally, there is the added complication that the Tech Program is 

attached to a University and so subject to their policy decisions and administrative 

challenges.  

The Program Coordinator averages so many hours working that “90 hour 

workweeks are a vacation,” he reported informally on many occasions throughout this 

research. Observations of weekend work and the subsequent tracking of the timing of 

email correspondence added validity to his casual assertions. To compound all 

previously described issues, the final complication for this organization is that the staff 

being hired to work are on average paid 20% less than what they would receive working 

for a for-profit company. Yet their workload, to increase productivity and value to the 

organization, would have to exceed the standard (35) work hours per week. 

For most non-profit organizations, the focus for their work is on fundraising and 

acquiring donors (Weerawardena et al. 2010). However this is contrary to how things 

operate at the Tech Program, where there are no known funders or donors. Instead the 

organization runs as a business, intent on funding itself through work bided for through 

contracts and grants. Despite encouragement for employees at all level to bid for their 

own work and thus bring additional funding to the organization, there is little visible 

incentive for them to do so.49 Thus the primary duty of locating additional project funding 

                                                           
49 Any additional work brought into the organization represents more time that will be spent actually 
working, in addition to the standard hours already worked. Some employees are offered conditions 
whereupon if they bring in sufficient project income, they can be switched to full-time work for the duration 
of that contract or grant. However the informally communicated fear in this scenario is that employees 
may not have a job at the culmination of that project, this lack of guarantee is fearful. 
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lies with the Program Coordinator.  

By its very nature, project funding for non-profit organizations is based on short-

term, rapid turnaround work that delivers cost-controlled value to the client 

(Weerawardena et al. 2010:350). This means that the organization needs to constantly 

be striving to develop an infrastructure to bid for and manage the projects, while 

engaging competitively in the market against other non-profit and for profit businesses 

while striving for projects that fit within the mission goals of the organization 

(Weerawardena et al. 2010:351). Hence the strategy creation and compounding issues 

result in a perpetual competition for the Program Coordinator. Failure to produce on his 

part would result in a likely collapse of the organization, likely compounding his difficulty 

and hesitance to release even partial control over it.  

Within the understood complexities of this model emerge ideas produced from 

the very employees within the Tech Program. These ideas mirror the conclusions of 

research studies to increase transparency, formalize lines of communication and 

increase (or create) feedback response mechanisms to allow the organization to grow 

(De Moor 2008: 202-203; Deiser 2010:345). De Moor writes that for design studios with 

apprenticeship systems, most of the rules are designed by the involved members, as 

the research has shown repeatedly that member involvement in establishment of rules 

have a greater guarantee of success (2008:197).  

For a non-profit organization intent on developing itself and continuing its growth, 

the guild model is well suited if allowances are made for the redistribution of power that 

accompanies it. At present, the organizational model of the Tech Program can at best 

be described as guild-like. The organizational model of the Tech Program functions 
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closer to that of a religious institution where norms are upheld on the basis of faith in a 

higher will that directs actions.  

While there are elements of a guild structure within the Tech Program, the 

hindrances of Founder’s Syndrome along with the organizational complexities born of 

an underdeveloped infrastructure have considerably slowed its potential. Characteristic 

of organizations experiencing Founder’s Syndrome is a diminished ROI (Return On 

Investment), which is certainly the case with the Tech Program. The organization 

manages and achieves a great deal, but with proper addressing of their internal issues, 

it could continue to grow without the self-exhausting interventions of the Program 

Coordinator.   
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CHAPTER 7 

DESCRIPTION OF DELIVERABLES 

7.1     Project Results  

The original timeline for this research project had a summary delivering of all final 

results before October 2015. At the current time of this writing (January 2016), the final 

elements of this project are as yet undelivered. The delays are due to a manifold list of 

complications, delays and edits that came up throughout the course of the work. While 

some of these complications could have been avoided entirely with judicious care, as 

has been described in other areas, others were unavoidable given the scope of the 

project and the involved components.  

At this time, the deliverables thus delivered are the first report in its finalized 

entirety and an early draft of the second report. Both await commentary and review by 

the Program Coordinator for the Tech Program before the final report can be compiled. 

In the original timeline for this project, there were to be two distinct reports and one final 

report summarizing all previous work and situating it within an appropriate context of 

organizational work. 

The first report, though still pending review, is a complete analysis of the first 

phase of the research project. It details at length the results of thematic analysis and 

review of the qualitative first phase of research. The semi-structured interviews yielded 

significant results that were further bolstered with evidence from the ongoing participant 

observation work done up to that point. Subsequent edits presented to the appropriate 

(as decreed by the client) employees from the organization allowed for corrections and 

edits of linguistic and stylistic nature.  
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The second report, itself still in draft stage, is an analysis of the second phase of 

the research project. The quantitative section of this project began with a questionnaire 

developed from the analysis of the first phase of research. This analysis was bolstered 

by reflection and review from ongoing participant-observation research (phase three). 

The questionnaire was distributed to former student members of the organization with 

the aim of providing a historical portrayal of organizational ideals. Technical problems 

arising from the software platform used added subsequent delays to analysis efforts 

resulting in the current preliminary draft results.  

Compiled from the two phases of research in their current state and extensive 

review of notes and commentary from members of the organization both past and 

present are a current list of recommendations for organizational improvement. These 

stand independent of the comparison work of aligning the organization’s internal 

structure more closely with that of a medieval guild structure. They further stand 

independent of ongoing analysis comparing the current structure as it has been 

understood through the research project with the understanding of medieval guild 

structure.  

What follows are the detailed suggestions for specific improvements. Organized 

from information willingly and deliberately provided by staff and student-worker, past 

and present alike. These recommendations in no way represent the views of the student 

researcher nor associated faculty or academic institution. They are a compiled and 

analyzed product resulting from information of those who operate (or have operated) 

directly within the Tech Program organization and made their interest in these issues 

clear. 
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7.2     Potential Areas for Improvement: The Guild Structure 

Formalize the rules, policies and authoritative structures within the Tech Program 

that establishes a clear hierarchical level between all the employee ranks and enforce 

the system diligently and constantly without allowing for “meddling” within the rules by 

any single actor within the organization. While the current informal system is effective in 

that work is done well and the organization is growing, there is a concern for the level of 

tension built into the informal networks and structure of the current system. 

At present, the “guild” structure is an idea caught in the process of 

implementation. It is built on stages of development that overlap (titles, formal policy 

creation, and ranking), creating confusion and uncertainty for the workplace and the 

employees. Employees at all levels express a lack of awareness of the titles, their 

meaning, their relative authority, their respective perks and responsibilities. Developing 

clear, formal guidelines and making them universally available to student-workers and 

staff in a format that they have constant access to would help resolve much of this 

issue. This would require the participation of both staff and student-workers and would 

need to be developed over time and updated on an ongoing basis as situations and 

structural changes occur within the Tech Program.  

A secondary consideration within the “guild” structure is the issue of rank. Rank 

is assigned not solely by merit of work accomplished and achievement but by extent of 

time spent within the work environment. While it is formally tied to rate of pay, the rise 

through the ranks and the determination of rate of pay are currently determined by the 

Program Coordinator. There are general guidelines as to the process of rising through 

ranks beyond length of stay in the workplace, but these are not widely known to the 
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student-workers. The earlier suggestion of increasing awareness and distribution of this 

documentation would greatly help student-worker efforts and staff direction to guide the 

student-workers. These documents would need to be created and enforced, and as 

such require a time commitment currently extending beyond the day to day work of the 

Tech Program.  

A final note on rank itself, is that it is often assigned as perceived to be 

necessary to convey the value of particular student-workers working on projects. As a 

whole, this devalues not only the structure but the usefulness of the titles themselves. 

They become less than the standards of skill and achievement for which craft guilds 

traditionally held titles. The ranks of the student-workers should be determined as a 

partnership between the student-workers at the highest ranks and the staff members 

electing student-worker promotions through ranks, at a particular assigned time during 

the academic year. A promotion ceremony held at the end of every spring, where duly 

selected student-workers are elevated in rank, would help to cement the role and value 

of the rank system and the “guild” structure as a whole. Student-workers could be 

rewarded otherwise with a pay raise, within their rank, determined by the Tech 

Program’s Program Coordinator as appropriate. This would help reinforce the authority 

of the Program Coordinator as the final authority on pay, while still supporting the merit 

achievement of individual student-workers even if their rank did rise as quickly as their 

rate of pay.  
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7.3     Potential Areas for Improvement: Communication 

Develop a formal plan and structure to handle employee complaints, concerns and 

perceptions so that they can be addressed clearly and directly within compliance of 

organizational protocols and policies. Development of such a system would address 

many of the issues inherent in informal communication within a professional 

organization, such as fear of reprisals from other employees. 

There is a collective awareness of the issue of communication within the 

organization of the Tech Program. The lack of clear lines of communication for resolving 

formal issues within the hierarchy and structure of the organization has resulted in a 

strengthening of informal “friendly” communication networks. Informal communication 

networks are often supportive of an organization in that they serve to alleviate working 

tensions and to reinforce group cohesion while providing continuous feedback loops of 

technical and personal aid. In this particular case, given the nature of student-worker 

work, a more developed formal network and clear lines of communication might serve to 

strengthen the informal connections already in place.  

Clear lines of communication within the organization for commentary and 

critiques of the perceived issues would help foster strong connections and support the 

organizational hierarchy. Allowances would need to be created for critique, along with a 

“safe-space” designation or time, so student-workers and staff could voice their 

perceptions and concerns in a way that could contribute to change that would be most 

advantageous for the internal growth of the organization. Some degree of anonymity 

would be encouraged to help foster the changes without animosity. Without the proper 
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forum to address issues, the risk it that within the informal networks it could engender 

tensions that would be detrimental to the work environment.  

 

7.4     Potential Areas for Improvement: Work Organization 

Engage the senior-most ranked students within the Tech Program and 

coordinate with the Office Manager and the Senior Project Manager to create a council 

that represents a balance of the entire workforce of the lab to develop suggestions and 

potential improvements from within. The Tech Program should seriously consider the 

potential advantages of a system where policy changes can from the bottom as well as 

from the top. 

The duality of both structures contained within the organization (reminiscent of 

two departments with interlocking administrative and managerial components) provides 

relief in some senses while also creating tensions within the workplace. The relief 

comes in the sense of options, for student-workers not wanting to work on one side may 

be more comfortable working in the other. Student-workers may also prioritize their 

professional and academic interests within the range of projects ongoing in the Tech 

Program. The tension comes from comparisons of workload, task efficiency, and 

perceptions of dedication to the organization, and to projects being handled.  

While as a rule most employees seem to be unaware of the happening of the 

other side within the organization, what they are aware of comes through personal 

perception reinforced as they physically move through the lab. Perceptions of idleness, 

distraction, or lack of commitment at those times serve to create more tension between 

and within the structures of the lab for employees. Within the both sides perceptions of 
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workload are made by those working in close proximity; who often observe behavior 

that they may believe is not appropriate for the workplace. This creates an added level 

of tension, as some student-workers find themselves working alongside those they carry 

an awareness are not “pulling their weight,” which is reflected through the informal 

communication networks to others within the workplace.  

This internal tension could be addressed by enforcing the formalized procedures 

and policies held within the Tech Program lab, and by creating rules and policy as 

necessary to address ongoing issues. To aid with this, a formal council organized of a 

combination of student-workers and staff members as well as the Office Manager could 

be created. The priority of this organized body would be to provide a forum for 

addressing potential changes that could be made to improve the workplace. New 

policies and suggestions, as well as a disclosure of noticed behaviors not in keeping 

with the policies, could be addressed within this “safe space” and suitable actions could 

then be decided by the senior-most staff. This council would need to meet periodically, 

with a frequency determined by necessity and by agreement.  

 

7.5     Potential Areas for Improvement: Discipline and Rule Enforcement 

Increase the visibility of enforcement and discipline measures where appropriate to 

diffuse tensions created by the perception of a lax system. The continued perception of 

permissive excess which goes unpunished or unnoticed is detrimental the 

organizational goals. A clear and well known policy of warnings which grow increasingly 

severe and end with summary dismissal is recommended to reinforce discipline within 

the workplace.  
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Ostensibly, organizations rely on the formal structures of pay and the perceived 

(and real) possibility of disciplinary action to enforce appropriate behaviors. These 

positive and negative reinforcements sway behaviors which tend to be reinforced by the 

individuals in senior management. The conduct of new employees joining at lower 

levels is often influenced by staff and senior student-worker attitudes and behaviors, as 

they see and come to learn where allowances may be made and where rules must be 

followed to the letter. The current permissive environment within the Tech Program, 

ostensibly maintained to provide the student-workers space to be the developing 

professionals they are may be contributing negatively to the foundation of appropriate 

work behaviors.  

The creation of a system of formal disciplinary process, made aware and 

accessible to all student-worker and staff members, would be very helpful in resolving 

this. The final level of discipline should be summary dismissal from employment of any 

student-worker-worker acting outside the boundary of acceptable behavior as 

determined by this system. Related to the issues of communication, student-worker-

workers should be able to formally file a complaint against another student-worker if it is 

appropriate in accordance with rules established by this system. 

 

7.6     Potential Areas for Improvement: Work Resolutions and Breakdowns 

Develop a plan to document the institutional knowledge as it is being developed, for 

project work and operational integrity of the Tech Program as a whole, made available 

in a resource base that is clearly accessible to employees as necessary. Additionally, a 

formalized introductory document or packet which contained the basics of informational 
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organization and work structure is recommended given the typical hiring practices held 

by the Tech Program. 

Much of the work conducted by the organization relies on institutional knowledge 

to get completed. Few student-worker or staff members have access to the extent of 

institutional knowledge that would facilitate work flexibility. A lack of awareness related 

to the location of data, procedures to access it, and documented procedures to make 

use of it in specific projects causes breakdowns in efficiency at all levels. Student-

workers report spending more time going to their supervisor, who has to explain multiple 

times the same work procedures to student-workers. In effective this limits the total work 

time for both the student-worker and the supervisor. Creating a standard work order for 

projects, including the creation of Standard Operating Procedures for each project 

would greatly alleviate these difficulties.  

Related to the issues of communication, there is no formal introduction to the 

workplace environment or to how the work is done for new employees. Rather, 

processes are taught and learned in a reactive manner, to perceived or real difficulties, 

to ameliorate situations before they deteriorate. The creation of a constantly updated 

introduction manual would be very useful in resolving this issue, for both staff and 

student-workers. This introductory volume could include general information on the 

Tech Program (history, goals, mission), the organization of information for projects, the 

levels and ranks within the hierarchy for student-workers and staff members, and the 

distribution and organization of project work.  

New employees are often welcomed and told to begin work on a project after a 

brief introduction with little of the institutional knowledge that is gained only through time 
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and experience being made available to them beyond informal suggestions and 

commentary. A designated packet that clearly detailed the organizational basics of 

working within the Tech Program, and detailed how to access relevant project materials 

would be critically useful to support an easier transition into the work environment for 

both student and staff members.  

 

7.7     Summary Conclusion 

The Tech Program at this private university is an incredible achievement. It lays 

balanced on an incredible workforce that pulls in and connects a wide range of projects 

to provide unique experiential learning opportunities for a diligent and capable student-

workforce. These students will complete their university education poised to comfortably 

meld within the professional world. The amount of work that is done, how it is 

accomplished by student efforts and supervised by a minimal crew of staff while 

continuing to grow makes this a model worth further investigation and study.  

This student-run work model is a system that could be replicated for other 

students in other colleges and universities. As with all systems, there are areas within 

the operating of the Tech Program that could benefit from more formalized procedures. 

The difficulty of instituting this within an academic environment adds to both the 

complexity and the desirability of these changes. Among other examples, increased 

transparency and a shift towards a more horizontal power structure amongst the 

employees would be key priorities for change. 

The difficulties with communication and balance of project work mentioned 

throughout this report have been strongly influenced by the lack of staff supervision 
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available at times for student-workers. There was a great deal of structural change 

within the Tech Program during the time of this research which led to inconsistent staff 

presence and oversight on projects, which made for added difficulties in managing 

student-workers. Additional funding would provide for more full-time staff positions, 

which would allow more direct interaction with the student-workers and facilitate the 

communication of expectations of work from the senior-most staff to the student-

workers involved with the work.  

Lacking that, a viable alternative might be to allot a select group of student-

workers (those highest ranked within the lab structure) more discretionary authority and 

knowledge about the workings of the lab and the macro perspective of projects. In 

effect, this would make the senior most students and transform them into staff-

potentiate. The development of a formal procedure to clarify the lines of communication 

from the students to the staff is to date the number one recommendation for the Tech 

Program, so they can reinforce employee roles and work efficiency within the 

organization. 
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CHAPTER 8 

REFLECTION ON APPLIED THESIS 

This project was initially begun with a clear goal and specific markers for 

development along the way. It was intended to be a research project incorporating both 

quantitative and qualitative analysis of an organization and the systems, structures, and 

individuals within it. The end goal of the project was to produce a series of reports that 

would, by way of specific recommendations and suggestions, contribute to the 

continued success of the organization as determined by the Program Coordinator. That 

is to say, the intention of the Program Coordinator was to gain through this project a 

thorough backing on the work done and the development of the Tech Program 

pioneered at this University. While initially it seemed these two ideas were in sync, the 

reality of the project lay proof to the fallacy of that idea. 

The project of this applied thesis began with a crucial misunderstanding. As a 

student researcher I felt it was my position, both ethically and professionally, to best 

represent the issues as they manifested themselves through the research, in my 

reports. The issues the organization had and continues to have, as they have been 

detailed throughout this project, are manifold and complicated in nature. The central 

complication to this thesis is the methodology the Program Coordinator has in 

responding to situations as they arise within the organization. Thus, when research 

within the organization was presented in the initial report indicating that the Program 

Coordinator and the policies instituted by this highest position within the hierarchy were 

faulty and deficient, the response was less than positive.  
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The Program Coordinator responded to the initial drafted report without malice 

but with clear intent to subdue every impression it presented. To suit the necessity of 

both the desire to continue the project work and to maintain a cordial as well as 

professional relationship with the client, the report was edited extensively and presented 

for review with caution. At the time of the writing of this document, the 1st report has not 

been reviewed for further edits by the admission of the Program Coordinator. The 2nd 

report was subsequently delayed through a host of reasons also detailed throughout 

this report, owing to technical complications and personal considerations in the efforts to 

write the most viable report possible.  

In effect, as a student researcher I began by overlooking the position of my client. 

This was a critical mistake that cost a great deal of time and effort and slowed research 

considerably. My client was interested in learning about the organization, the system it 

maintained and how successful it was. My client also wanted recommendations as to 

how to make it better. This is not the same, I realized after the obliviousness of writing 

was made clear, as having the difficulties and manifest complications of running an 

organization made apparent to the client. In effect, I broke one of the primary rules of 

conducting applied work with a client: Never tell the client the baby is ugly.  

On reflection, disappointment and satisfaction wage an internal struggle as I 

cope with this reality.  I consider the steps that lead this project to conclude as it has, 

with one report acknowledged as unread and the other presumed to be in an equal 

state. My most critical mistake was in that moment I drafted my first report based off 

extensive interview analysis and handed it to my client under the guise of an executive 

summary. In the words of my client “this was a hatchet job,” and from further words, it 
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was not at all what he wanted. And I knew that, I know that, upon reflection. But in the 

moment, after so many interviews where my participants detailed for me the 

complications and problems of working within the organization and I saw them first-hand 

as an employee, my priority moved away from my client. I became, as anthropologists 

are wont to be, an advocate for my participants.  

One the one hand, I know that my research has caused changes for the better 

within the organization and thus I feel a sense of satisfaction. I have maintained contact 

with my client and with the participants I worked with, and I know that changes have 

been made that have improved conditions. In part, I helped instigate and establish these 

changes through recommendations prompted by my client on an ongoing basis. In 

many ways, these changes are contributing to the success of the organization and are 

completely in line with my research goals, and there is a great deal of satisfaction in 

that. 

On the other hand, disappointment humbles me with the idea of what could have 

been, if I had taken the position of advocate and introduced the information to my client 

a different way. There are ways to coach information and direct change within an 

organization based on clear recommendations and guidelines that do not directly 

address issues and shortcomings. While the ethical boundary on that way may veer 

thin, on reflection and consideration, that approach is only one of many possibilities. 

The approach undertaken was perhaps not the worst, but neither was it the most 

professional or the best suited to the interest of my participants or my clients. The 

disappointment stems from the idea that more could have been done.  
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I believe it is an essential part of a research project to doubt; to reflect on the 

experience of engaging in researching, engaging with participants and delivering 

information in the most suited light. As anthropologists, reflexivity is our natural state in 

a post-modernist academic environment. In that practice, I find the realization that there 

is no way to be satisfied with a body of work in its entirety due to this inherent nature of 

the discipline. Who can look back and say with absolute assurance that this was the 

master work they intended, and that there was no way to make it better? I personally 

doubt that such an anthropologist exists.  

We are all prone to doubt and wonder, and yet as I engage with this exercise of 

reflection and doubt I achieve a further realization: Satisfaction is achievable. I am not 

free of doubt. In fact, I believe I will doubt and wonder about this project for the rest of 

my working career, but I am satisfied with it. There is peace from the refracting mirrors 

of doubt on the issue of my competence, ability, achievement in the realization that 

while I did not achieve the most I could I am satisfied with what I have done.  

This realization stems from the comforting idea that my work allowed a step 

forward towards progress. A difference was made by my interaction and involvement 

with the organization beyond the financial and material rewards accrued during my 

professional working experience. As a researcher, I directly engaged with the issues 

and attempted in my own (flawed) way to advocate for a chance I came to see as 

necessary for the continued success of the organization.  

The current situation within the organization is not the fantastic idealistic dream 

that my original naiveté believed achievable by my intercession. But it is improved. And 

the Program Coordinator who was my client is still cordial with me. We maintain contact 
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both personal and professional. While my work remains a topic on which we are both 

mute, I respond to requests for advice with professional and ethical care. I also respond 

with the knowledge (which I make my former client aware of) that I am out of date with 

the current practices. Still, I am able to give advice based on past assumptions, about 

how well served the organization might be with one particular idea or another.  

 

8.1     On Anthropology, in Reflection  

I doubt if I will ever practice anthropology again, in a professional or academic 

sense. As I write this, my job search continues for a position oriented around managing 

and directing projects in the Tech sector. I discovered a true passion for such work with 

the opportunities I had during this research project. I will freely admit that my initial 

dismay at my research and its impact did help guide my intention to discontinue work in 

the field. In truth though, I have an enduring love of anthropology that goes beyond the 

confines of the professional world. And yet the applied practice of it within an 

organizational setting has led me to the realization that this is not work that makes me 

happy.  

Owing to the nature of the position I was given within the client organization, I 

was limited in my role as a participating member of the organization. My research 

occurred in parallel with the day to day work which ranked me as the most junior staff 

member in the organization. Cordial relations notwithstanding, I was too lowly placed to 

effect change independently and so had to rely on the contributions of my research to 

suggest change. I became disillusioned with the immediate effect of my research, as I 

saw and suggested opportunities for change that I myself was unable to directly engage 
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with as a result of my low position. This ultimately led me to the realization that as a 

researcher, even in an applied context, I am limited by the narrow scope of allowed 

participation.  

I struggled under the idea that my workplace limited me, or that my research 

limited my involvement. Had I different position within the organization, one not granted 

based on the idea that I would be spending part of my doing research, I could have had 

a greater hand in directing change. Though I was unofficially involved at all levels of the 

organization, my rank and position precluded me from directing the forces that I saw 

optimal for change. And as suggestions, these were subject to the scrutiny of staff 

members who even in approval found their application time consuming and strenuous.  

It is not my intention by way of this writing to persuade anyone away from 

anthropology, in fact quite the opposite. I think anthropology, as a discipline, has a 

fantastic amount of value for the world. In scope and intent, anthropology is a human 

discipline that everyone could benefit from an experience with. That said, while I 

maintain my interest in the discipline, I now have the self-awareness to state that I am 

not suited to the practice of it. I am a student of anthropology, and as I move forward 

through my professional career and in my private life I intend to remain so. But I am no 

practitioner of anthropology.  

Applied Anthropology is the far end of a spectrum to which academic 

anthropology is the direct opposite of. In the intertwining waters of these two ways of 

doing the work of anthropology, there is the concept of anthropological practitioner 

(Nolan 2003:6). Proponents of either extreme can be labeled from within the waters of 

this middle ground. From my understanding of the positions, it is not possible to be 
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solely within the extreme, one way or another. I say that all anthropologists are in some 

way practitioners, and this duality I initially described is a forced conception born of 

ignorance, pride or naiveté.  

As a student of anthropology, I will always be an anthropologist. My professors in 

the graduate program have made commentaries along the lines throughout my 

academic tenure and I’ve always had reason to doubt. But now I believe it. The 

perspective, the lens of the anthropologist, the capacity to switch between lenses and 

strive for the understanding of “other” is incredibly valuable. I may not be the best suited 

example of this ability, but I do see it in myself. This is my explanation for why, even 

though I will likely never practice anthropology again, I will always be a practitioner.  

For those of us dipped within the middle currents, I do not know that there is 

another option. The world of theory compels and beguiles with possibility. The world of 

practical research and application tantalizes with ideals of what could be and the 

tangible measures of what is. There is poetry in that duality. So much so that it 

resonates internally, even absent practice of it. The mental muscles retain the ghostly 

impression that there is this way, this capacity. I say this because it is my enduring hope 

that it will remain so, as it is now.  

I am not an anthropologist who seeks to practice anthropology. But I am forever 

a practitioner of anthropology by my experiences through this program, my education in 

this discipline, and my engagement with this research experience. Through the crucible 

I was remade, and though I am perhaps not what was hoped for, I am a truer version of 

myself than the raw components initially subject to heat. My intent for my work is for it to 

develop in an office environment within the Tech industry, and to stretch through me 
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around the community I will live in. In an unrevealed fashion as an insider, I will work as 

the literature from PAR has shown is possible.  

I will likely never carry the title of Anthropologist with me, past my graduation 

from this program. And that is alright, I have no need to announce to the world what title 

I earned or how it was earned. The world needs to know only what I am capable of. And 

without ever saying the words, I believe I will come to show I am capable of 

anthropology.  
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Tech Program Phase Phase II Analysis 

Q43 Thank you for agreeing to participate in this survey. Your participation will 

contribute to the researcher and analysis currently being conducted on the Washington 

College GIS Lab's internal policies and work structure. 

By participating, you may contribute to the improvement of the organizational structure 

and student experience. This survey is intended to be anonymous and confidential. No 

information you provide will be shared publically.  

Q30 What is your current age? 

Q35 Gender: 

 Male (1) 

 Female (2) 

 Other (3) ____________________ 

Q42 How long did you work at the Tech Program lab?  

Q31 Ethnicity origin (or Race):  

 White (1) 

 Hispanic or Latino (2) 

 Black or African American (3) 

 Native American or American Indian (4) 

 Asian / Pacific Islander (5) 

 Other (6) ____________________ 

Q32 What is the highest degree or level of school you have completed? 

 Some college credit, no degree (1) 

 Associate degree (2) 
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 Bachelor's degree (3) 

 Master's degree (4) 

 Doctorate degree (5) 

Q33 Employment status: Are you currently...? 

 Employed (1) 

 Self-employed (2) 

 Out of work and looking for work (3) 

 Out of work but currently not looking for work (4) 

 A student (5) 

 Active military (6) 

 Unable to work (7) 

 Other (8) ____________________ 

Q1 What kind of projects did you work on at the GIS lab? 

 Crime (1) 

 Non-Crime (2) 

 Other (please explain) (3) ____________________ 

Q2 Please name your supervisor(s) while you worked at the GIS lab. 

Q3 What kind of relationship did you have with your supervisor? (e.g. casual, friendly, 

professional). 

Q4 If you ever had a performance review in the time you worked at the GIS lab, please 

describe the experience 

Q39 How often did your supervisor(s) offer constructive criticism? 

 Never (1) 
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 Less than Once a Month (2) 

 Once a Month (3) 

 2-3 Times a Month (4) 

 Once a Week (5) 

 2-3 Times a Week (6) 

 Daily (7) 

Q6 What was your hiring experience like? Please describe it. 

Q7 If you interacted with a client or a customer about a project while working at the GIS 

lab, please describe the experience.  

Q10 Would you say your rate of pay was appropriate for the work you were doing?  

 Yes (1) 

 No (2) 

Q41 Please explain why you think so.  

Q29 Describe the training experience you received, if any, at the GIS lab. Are there 

areas that could have used more attention?  

Q11 Were you provided clear expectations for the work you were assigned in the GIS 

lab? Who explained the expectations of your work? 

Q12 Do you think other students working in the GIS lab were promoted fairly? Please 

explain 

 Yes (1) ____________________ 

 No (2) ____________________ 

 Other (3) ____________________ 

Q13 Would you say that students within the lab had equal levels of proficiency?  
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 Yes (1) 

 No (2) 

Q15 Please explain. 

Q16 Were you aware of a formal discipline policy within the GIS lab for ineffective or 

inappropriate workplace behaviors and attitudes?  

 Yes (1) 

 No (2) 

Q17 How effective was the system? Could it have been improved? 

Q38 Did you feel well informed about the internal policies of the GIS lab? (Regarding 

lateness, work absences, working hours, schedule, dress code, etc.) 

 Yes (1) ____________________ 

 No (2) ____________________ 

 Other (3) ____________________ 

Q18 What kind of system do you think the GIS lab should have for addressing issues? 

How would it work? 

Q20 Could you articulate a mission statement or cohesive goal for the GIS lab during 

the time you worked there? Please describe it. 

Q22 On a scale from 1 to 5, where 1 represents the least effective and 5 the most 

effective, please respond as honestly as you can to the following: 
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Not 

at all 

Effective (1) 

2 (2) 3 (3) 4 (4) 
Very 

Effective (5) 

How 

was the 

communication 

between 

student 

workers? (1) 

               

How 

was the 

communication 

between staff 

members? (2) 

               

How 

was the 

communication 

between staff 

and student 

workers? (3) 

              



 

115 

How 

effectively was 

project work 

distributed 

among student 

workers? (4) 

               

How 

effective were 

team projects 

in being 

completed on 

time? (5) 

               

How 

effective were 

individual 

projects in 

being 

completed on 

time? (6) 
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How 

effective would 

you say 

students 

workers were 

at 

accomplishing 

tasks? (7) 

              

 

Q24 Do you think your supervisor(s) had realistic expectations for you workload 

and capacity? 

 Yes (1) ____________________ 

 No (2) ____________________ 

Q28 Were there more things you would have liked to accomplish or work on at 

the GIS lab? Please explain. 

Q25 Do you feel the GIS lab contributed to your professional work abilities?  

 Yes (1) 

 No (2) 

Q26 How so?  
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