
 

 

i 

 

 



 

 

ii 

 

 

 

 

 

 

 

 

 

Copyright  

by 

Jackeline M. Gascon-Brewton 

May, 2011 

 

 

 

 

 

 

 

 



 

 

iii 

 

 

DEVELOPING FUTURE TEXAS COMMUNITY COLLEGE LEADERS 

 

 

 

A Dissertation Presented to the 
Faculty of the College of Education 

University of Houston 
 

 

 

In Partial Fulfillment  
of the Requirement for the Degree 

 
 
 
 
 

Doctor of Education 
  
 
 
 
 

by 
 

Jackeline M. Gascon-Brewton 
 

May, 2011 
 
 
 
 
 
 
 
 



 

 

iv 

 

 

DEVELOPING FUTURE TEXAS COMMUNITY COLLEGE LEADERS 

 

 

A Dissertation for the Degree 
 

Doctor of Education 
 

by 
 

Jackeline M. Gascon-Brewton 
 
 
 
 

Approved by Dissertation Committee: 
 

________________________________ 
Dr. Catherine Horn, Chairperson 
 
________________________________ 
Dr. Doris Prater, Committee Member 
 
________________________________ 
Dr. Patricia Holland, Committee Member 
 
________________________________ 
Dr. Gary Dworkin, Committee Member 
 
 
      ________________________________ 
      Dr. Robert K. Wimpelberg, Dean 
      College of Education 
 

May, 2011 
 
 
 
 

 
 
 



 

 

v 

 

 
This dissertation is dedicated, with loving gratitude, to the Father Almighty, to his 

son, Jesus Christ the Lord, and to the Spirit who dwells in our hearts,  
both now and forever. 

 
My soul, give thanks to the Lord, and bless his Holy Name. 
My soul, give thanks to the Lord, and never forget all his blessings. 
Give thanks to the Lord, all his hosts, his servants who do his will. 
Give thanks to the Lord, all his works, in every place where he rules 
 

Psalm 103: 1-2, 21-22 
 
 
 
 
 
 
 

To my parents 
Papucho Bello and Mami Bella 

They have given me love and have supported me in many meaningful and significant 
ways. They have been my inspiration to accomplish this important goal and will 

continue inspiring me to accomplish subsequent ones. 
 
 

 
 
 
 
 

To my husband 
Terry 

Whose love, support, patience, continued coaching and mentoring,  
and confidence in me at all times have contributed tremendously in encouraging me  

to have completed my doctoral journey. 
 

 

  

 

 

 



 

 

vi 

 

ACKNOWLEDGMENTS 

First of all, I would like to express my gratitude to all of those who have provided 

advice, guidance, support, and encouragement throughout my doctoral journey.  

In addition, I would like to express my deepest appreciation and sincere thanks to my 

chair advisor Dr. Catherine Horn for her guidance, assistance, support, and countless 

hours. Also, I thank my committee members and former professors Dr. Prater, Dr. 

Holland and Dr. Dworkin for their time, effort, support, and assistance. 

It is important to state one of the central reasons I wanted to accomplish this degree. I 

wanted to contribute to increasing the number of Hispanics earning a doctorate degree. I 

think the key to successfully complete a doctoral degree is to have effective mentors who 

truly care for their mentees and guide and support them until they successfully 

accomplish this rewarding goal.   

Constant encouragement of many dear friends, mentors, supervisors, professors, 

classmates, and colleagues, specially Jose, Cissy, Lateki, Sandra, Trustee Navarro Flores, 

Mr. Davila, Ms. Guzman, Mercedes, Dr. Mathis, Michael, Sadaf, Dr. Leslie, Dr. Cook, 

Dr. Roueche, Dr. Bumphus, Dr. Porcarello, Dr. Duree, Dr. Ebbers, Dr. Garay, the e+ 

Math Club, Dr. Spangler, Mary Ellen, Elise, Block 62, Block 63, Dr. Tyler, and the Cite 

Lab staff who provided me with key assistantship and an effective support system to 

finish my degree. Thank you, thank you, thank you! 

Finally, I would like to thank my family, specially Alex, Beby, Catita, Alicia, Sr. 

Antonio, Darwin, Karen, Karol, Manolin, Kathia, Ivana, Algi, Paul, Vianka, Xenia, Raul, 

Xenita, Nicole, Papi, Mami, Heidy, Mangie, Marie, Pete, Linda, Silk, and Satin. 



 

 

vii 

 

DEVELOPING FUTURE TEXAS COMMUNITY COLLEGE LEADERS 

 

 

 

An Abstract 
of A Dissertation Presented to the 

Faculty of the College of Education 
University of Houston 

 

 

 

In Partial Fulfillment  
of the Requirement for the Degree 

 
 
 
 
 

Doctor of Education 
  
 
 
 
 

by 
 

Jackeline M. Gascon-Brewton 
 

May, 2011 
 
 

 

 

 



 

 

viii 

 

Gascon, J. M. (2010). “Developing Future Texas Community College Leaders.” 

Unpublished Doctor of Education Dissertation, University of Houston, May, 

2011. 

 

ABSTRACT 

According to Weisman and Vaughan (2002), a high percentage (79%) of 

community college presidents have plans to retire by 2012. In the midst of the 

community college’s increasingly central role in the U. S. postsecondary sector, such 

alarming statistics demand urgency in addressing the issue of a potential shortage of 

community college leaders. The purpose of this study was to explore current leadership 

preparation experiences and succession plans of Texas community college chancellors, 

vice-chancellors, presidents and vice-presidents. Further, it sought to identify key 

constructs critical to their preparation and effectiveness as community college leaders 

based on the American Association of Community Colleges (AACC) six competencies 

for leaders.  

Specifically, this study answered the following research questions: 1) What are 

personal and professional characteristics of current Texas community college chancellors, 

vice-chancellors, presidents and vice-presidents? 2) To what extent were these leaders 

prepared based on the AACC six competencies when they assumed senior administration 

leadership position? 3) To what extent does leadership preparation through leadership 

doctoral programs, in-house leadership trainings, or outside leadership educational 

programs predict how chancellors, vice-chancellors, presidents and vice-presidents 
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perceive their level of satisfaction with their preparation when they assumed a senior 

administration leadership position?  

 This study used a cross-sectional survey designed to explore current Texas senior 

community college leadership preparation based on the AACC six competencies for 

leaders. All current Texas community colleges were invited to participate in the study 

with a response rate of 56.8% percent (117 respondents).  Key descriptive findings show 

that: 1) Communication was rated as the most important among the AACC’s 

competencies for Community College Leaders; 2) The majority of the participants 

perceived themselves prepared or well-prepared in the AACC’s competencies; 3)  

Participants who rated themselves as “not prepared” in certain AACC competencies were 

most likely rating themselves under the organizational strategy and resource management 

domains; and 4) Current community college leaders rated fundraising, legislative 

advocacy, and board relations as the top three “extremely challenging” issues which they 

faced.      

 Multiple regression results did not identify any relationship between variations in 

leadership preparation when they assumed senior administration leadership positions and 

how participants perceive their overall preparation.  

While the inferential results were not statistically significant, the overall findings 

of this study may improve or enhance current community college senior leadership’s 

understanding of the challenges in this field as well as provide awareness of the 

importance of the level and types of preparation future presidents may need to acquire to 

begin the pathway to the presidency. It is vital that community college leaders, boards of 
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trustees, stakeholders, and key community leaders understand how to prepare future 

leaders as a means of addressing this shortage.  
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CHAPTER ONE 

Introduction to the Study 

 

The development of the community college movement began during the 20th 

century and continues to impact the 21st century. This is largely because community 

colleges play a central role in the economy of the U.S. by educating a large number of 

citizens and providing the social component that identifies the community college’s 

mission. In 2008, President Obama noted that “Community colleges are a vital 

component of our higher education system, serving 12 million people each year, almost 

half of the undergraduate students in the U.S. Without community colleges, millions of 

people would not be able to access the education and skills they need to further education 

or succeed in the workplace” (AACC, “President Obama and Community Colleges”). 

Given the important role community colleges play in today’s society, it is vital to 

understand their leaders, particularly their presidents, as a means of identifying and 

discussing their current challenges, effectiveness, and levels of preparation such that the 

results might have a significant impact on the development of future leaders who will 

begin the pathway to presidency. Vaughan (1986) remarks: 

Attempting to understand the community college without understanding its most 

important leaders, is, at the risk of being accused of engaging in a bit of 

hyperbole, tantamount to trying to understand the American Revolution without 

studying Jefferson and Washington. To expect the community college to provide 

effective leadership in the years ahead without a better concept of how its leaders 
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function, would be like asking Machiavelli to write The Prince while ignoring 

Cesare Borgia. (p. 9) 

It seems appropriate to provide a historical background of community colleges 

before discussing its leadership. In 1890, William Rainey Harper, then president of the 

University of Chicago, was a strong advocate of the junior college—so much so that he is 

now considered the father of the junior college (Hillway, 1958). In 1902, he reported that 

“some students who do not wish to undertake four years of collegiate instruction may be 

willing to attempt the two-year programs” (p.38). He emphasized that “if high schools 

and academies add the junior college unit and if some colleges reduce their programs 

from four years to two, greater economy in the financing of higher education will result” 

(p. 38). Harper not only defined the junior college but also predicted what the community 

college became today.  

In this decade the community college celebrated its centennial—Joliet Junior 

College, established in 1901 in Illinois, was the first public junior college (Rippa, 1997).   

In 1917, the Junior College Act was passed, providing funds for the creation of Junior 

colleges (Hillway, 1958).  By mid-century, information technology rapidly affected the 

community college movement and was expanded into the global economy. The newly 

created workforce demanded training, and as a result the creation of the community 

college began. In addition, there was an infusion of multinational corporations (e.g., Dell 

Computers) coupled with a global infrastructure that developed a remarkable growth 

(Levinson, 2005). The United States experienced a large number of immigrants who were 

looking for jobs, but were not trained in their field (Levinson, 2005).  As a result, 

educational administrators and teachers were in demand. Since the first junior college, 
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there was considerably a steady growth. By 1955 a sharp growth was indicated 

particularly in California with a total of 66 public colleges and five private colleges with 

a total enrollment of 318,443 and 517 respectively (Hillway, 1958). Figure 1.1 shows the 

growth of two-year colleges, 1900-1955, by number of institutions.  

Figure 1.1. The Growth of Two-Year Colleges, 1900-1955, by Number of Institutions.  

 

Figure 1.1 shows the approximate curve indicating a sharp growth of junior and 

community colleges by number of institutions. Included in the list are only those junior 

and community colleges of the 48 states and the District of Columbia. By T. Hillway, 

1958, The American two-year college, p.18. 

According to Fields (1962) the two-year junior college began to meet the needs of 

diverse communities that were less and less served by the four-year college due mainly to 

an unprecedented growth in student population. “Today, community colleges educate 
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more than half the nation's undergraduates. In the 1996-97 academic year, 9.3 million 

people took credit courses at community colleges. Another 5 million took noncredit 

classes, the majority of which were workforce training courses” (AACC, “Community 

Colleges Past to Present”). O’Banion (2007) emphasizes that the community college is 

committed to its mission of educating students, especially its most disadvantaged 

students, as well as providing “the most comprehensive programs in higher education 

today” (p. 7).    

In the midst of this development of the community college movement in the 

1960s and 1970s, community college presidents, senior administrators, and faculty 

started working in this new and challenging educational environment. In the 21st century 

these presidents, senior administrators, and faculty are either retired or facing retirement 

in a few years. According to a survey conducted by the American Association of 

Community Colleges (AACC) in 2001, participants’ responses revealed that 45% of the 

presidents would have retired by 2007 (Shults, 2001). More specifically, another study 

shows that a high percentage (79%) of community college presidents have plans to retire 

by 2012 (Weisman and Vaughan, 2002).  

Statement of the Problem 

 

Such alarming statistics showing a high percentage of community college leaders 

retiring in this decade demand urgency in addressing the issue of a potential shortage of 

community college leaders. Therefore, this study may provide significant information 

that contributes to the research in addressing this potential gap. It is vital that community 

college leaders, boards of trustees, stakeholders, and key community leaders get involved 
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and address this shortage in community college leadership in order to have a greater 

impact in the field of community college, students’ success, and the community. 

Purpose and Research Questions 

 

 The purpose of this study is to explore current Texas community college 

chancellors, vice-chancellors, presidents, and vice-presidents succession planning, 

leadership programs, and educational leadership preparation, and to identify key 

constructs critical to their preparation and effectiveness as community college leaders 

based on the AACC six competencies for leaders. This study may improve or enhance 

current community college leaders and future leaders understanding of the challenges in 

this field as well as provide awareness of the importance of the level and types of 

preparation future presidents may need to acquire to begin the pathway to the presidency. 

The following research questions will be addressed: 

1. What are personal and professional characteristics of current Texas 

community college chancellors, vice-chancellors, presidents and vice-

presidents?  

2. To what extent were these leaders prepared based on the AACC six 

competencies when they assumed senior administration leadership positions?  

3. To what extent does leadership preparation through leadership doctoral 

programs, in-house leadership trainings, or outside leadership educational 

programs predict how chancellors, vice-chancellors, presidents and vice-

presidents perceive their level of satisfaction with their preparation when they 

assumed a senior administration leadership position?  
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Limitations 

 

1. Only current Texas community college chancellors, vice-chancellors, presidents, 

and vice-presidents, during 2010, will be participating in this study. 

2. The survey instrument is an electronic survey. Despite the expanded use of 

electronic survey, nowadays, it is not yet a complete replacement of mail survey. 

Dillman, Smyth, and Christian (2009) pointed out that “the reality today is that 

certain survey modes are better for some populations, survey topics, and survey 

sponsors than are others, and even choosing the best mode may leave one far 

short of being able to collect quality data” (p. 10).   

3. Participants will provide their perception of their own preparation, which may be 

subject to biases. 

Definition of Terms 

 

The following definitions are provided to help guide and inform the reader. They are not 

intended to be definitive but are included in this study for a better understanding of the 

ways in which this study operationalizes them.  

Community college. For the purpose of this study a community college is a 

public, not-for-profit two-year institution that offers both credit and noncredit courses.  

Some community colleges are single or multi-campus institutions governed by a board of 

trustees, other community colleges are part of a community college district that is 

governed by a chancellor to whom campus presidents report.  For those students seeking 
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college credit or a degree, there are usually three types of degree programs: associate of 

arts (AA), associate of science (AS), and associate of applied science (AAS).  

Chancellor. For the purpose of this study, a community college chancellor is one 

who serves as the CEO of a multi-campus or multi-college institution, with executive 

authority for the institution and who reports directly to a Board of Trustees.  

 Community college president. For the purpose of this study, a community 

college president serves as the Chief Executive Officer (CEO) of a single or one-college 

district and reports directly to a Board of Trustees.  

Competency. As defined by Duree (2007), “A competency will be considered as 

the fundamental knowledge, ability, or expertise in specific areas or skills sets” (p. 18). 

 Academic administration. As defined by Duree (2007), “Academic 

administration in this study is defined as any person who has had direct oversight of any 

division or department within the instructional division of the community college. 

Examples of position titles would include but not be limited to: Vice President of 

Academic Affairs, Executive Dean of Academic Affairs, Vice President of Instruction, 

Career and Technical Education Dean or Director, Dean or Director of Arts and 

Sciences” (p. 17).  

 Central office administrator. As defined by Duree (2007) “central office 

administration includes any person who has administrative roles and responsibilities most 

commonly operated from and within the central office building on a community college 

campus. Examples of position titles would include but not be limited to: Chief Financial 

Officer, Vice President of Finance, Vice President for Instructional Advancement, 
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Director of Human Resources, Vice Chancellor, and Vice President of Operations” (p. 

17). 

The subsequent chapter will present a review of the literature that informs this study.   
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CHAPTER TWO 

Review of the Literature 

Key relevant literature includes discussions of the theories of leadership, the 

AACC competencies for leaders, leadership development programs, leadership training, 

and challenges faced by community college presidents.  

Leadership in the Community College 

  

According to McPhail (2001), effective community college presidents, 

administrators, and faculty have innate leadership skills that help them to communicate 

and share their vision to other individuals successfully.  These effective leaders can 

communicate vertically and horizontally at all levels developing a more holistic and 

inclusive learning college. Despite a large number of community college leaders who are 

retiring in a few years, McPhail (2001) sees this shortage not as a crisis but both as an 

opportunity and a challenge to search for effective candidates that are a good fit 

according to the mission and culture of the community college.  Ducker (1999) defines a 

change leader as the one who survives rapid structural changes. He emphasizes that the 

21st century needs change leaders because a change leader sees change as opportunity. 

When there is change, a change leader knows how to deal with it and works strategically 

and effectively in response.  

In the past, the majority of community college presidents were White males. But 

as a recent report from the American Council on Education (ACE) notes, this profile is 

changing (Shults, 2001). For instance, in 1986, 8% of community college presidents were 

female, twelve years later this percentage increased to 14%. In terms of minorities in 
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presidential positions during this same time period, the percentage went from 9% to 12%. 

The projections indicate that this trend is going to continue to grow.  

AACC (2001) conducted a survey of current community college presidents that 

reveals that 45% of the participants would retire by 2010.  New community college 

presidents are perceived as being unprepared in certain areas including fundraising, 

financial management, and working effectively with their governing boards. In 1999, 

52% of full-time faculty who were planning to retire by 2004, was in between 55 to 64 

years old. A significant gap would be created when these leaders retire. Therefore, this 

shortage needs to be addressed by identifying candidates who can fill these positions and 

become the new leaders of today’s community colleges. Ross and Green (2000) indicate 

that the average age of community college presidents was 51, in 1998 the average 

increased to 57. Thus, the average is still within the 50-59 range (Shults, 2001).   

The 2006 study conducted by Weisman and Vaughan includes findings from the 

survey in Career and Lifestyle Survey (CLS). Key previous findings from the 1984, 1991, 

1996, and 2001 surveys are included in this study. An invitation to participate in the 

survey was sent via email. Out of 1186 participants 897 received the invitation. 61 % (a 

total of 545) was the final representation. They came from 46 states.   

With regards to demographics, 29% of the participants were female, Whites 

represented 88%, outperforming their African American (6%), Hispanic (4%), Asian 

American (1%), American Indian, and other (less than 1%) counterparts. The average age 

of the participants was 58 years old. The highest degree, the doctoral degree, was held by 

88%. In terms of position before assuming the first presidency 55% of the participants 
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were coming from the academic pipeline, 8% from student services, 6% from chief 

business officer, 35% represented internal candidates, and 31% used search firms to 

apply for their job. Thus, the most common pathway to the presidency continues to be 

through the academic ranks.  

In terms of retirement, 24% of the participants plan to retire within 1-3 years, 32% 

plan to retire within 4-6 years, 28% plan to retire within 7-10 years, and 16% plan to 

retire within 10 or more years (Weisman and Vaughan, 2007). As the number of years 

increases in serving in the position, it is most likely that the likelihood of retirement 

increases.  

Board-President Relationships 

 

What is the relationship between the board and the president? Boards of trustees 

are responsible for hiring presidents, thus, an effective relationship between the board and 

the president is vital (Shults, 2001).  Vaughan and Weisman (1998) reported that 

approximately 95% of trustees depend on the president and his or her staff to provide 

information about the institution. They further emphasize that 86% of trustees noted that 

the presidents’ input is key to boards’ decisions (Vaughan and Weisman, 1998).  

In the community college field, boards can be elected or appointed by a governing 

board, a state-level board, a local board, an advisory board, or a board that serves as the 

board of regents, which oversees all higher education within a state (Vaughan, 1986). 

According to Vaughan (1986), appointed trustees are less likely to be involved with the 

college’s affairs than elected trustees.  Vaughan (1986) explains that the reason may be 
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that appointed trustees are likely to be less politically oriented since they don’t have to be 

involved in election.  

The community college presidents who Vaughan (1986) interviewed “felt that 

board members were sufficiently aware that the role of the board was to make policy and 

that the president’s was to administer the college” (p. 80). Vaughan (1986) further 

emphasizes that it is essential to have strong boards and strong presidents in order for the 

board members to understand their role as well as the presidents to understand theirs.  In 

addition to understanding their roles, he pointed out that it was critical to educate the 

board with respect to their responsibilities for a successful board-president relationship.  

Vaughan (1986) finally concludes that “if the boards don’t know what they are 

doing, they are going to be one of the president’s greatest sources of pressure” (p. 81). 

Addy (1995) pointed out that one of the axioms with regard to board-president 

relationship is that “board members do not like to be surprised” (p. 79). She further 

emphasizes “neither do presidents” (p. 79).  

On the other hand, from the point of view of a trustee who is an active member of 

the Association of Community College Trustees (ACCT), presidents sometimes could 

exceed their authority (Vaughan, 1986). For example, she describes her current president 

as “an autocrat who wants to consolidate all of the power in his office” (p. 82).  

 According to several presidents, from the study done by Vaughan (1986), it is 

extremely important that trustees be informed on all issues, and that presidents provide 

effective leadership in educating trustees (Vaughan, 1986 and Addy, 1995). Presidents’ 

development and board development are equally important. For example, the state of 
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North Carolina passed a law ensuring that community college trustees attend professional 

development programs stating that they may be removed from their jobs if they fail to do 

so. ACCT suggests trustees attend retreats to be educated in having an effective board-

president relationship and enhancing their leadership skills (ACCT, 2001).   Vaughan 

(1986) noted that ACCT is extremely important for colleges, since ACCT conducts 

presidential searches that would assist to increase the number of future community 

college presidents. Barringer (as cited in Addy, 1995), who has served as President and 

Interim President of numerous institutions, pointed out that “the community college 

board is one of the strongest mechanism in the governance of higher education” (p. 85). 

The American Council on Education ACC/ACCT (1999) reports the trustees’ profile in 

1977: 67% were male and 87% were White; and the average age was 57. Shults (2001) 

emphasizes that trustees’ profiles and presidents’ profiles are similar. 

 The next sub-section discusses the AACC core six competencies for community 

college leaders.  

American Association of Community Colleges (AACC) Six Competencies for 

Community College Leaders 

  

 The AACC has played a central leadership role, since its inception in 1920, in 

meeting the community college mission and core values, ensuring governance at the 

federal and national level as well as fostering advancement among community colleges 

by supporting leadership development programs. As advocates for the community college 

mission, AACC Board of Directors signed, in 2005, a document that included six 

competencies for Community College leaders. These competencies were designed to 
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provide guidance for community college leadership development and were the outcome 

of a survey conducted with a series of leadership summits’ participants as well as the 

Leading Forward National Advisory Panel’s members. Despite the successful outcome, 

where one hundred percent of the participants rated all six competencies as either “very” 

or “extremely essential,” there was a common concern among participants that these 

competencies should be integrated in leadership development programs (AACC, 2005).  

 Organizational strategy. AACC (2005) identifies the organizational strategy 

competency where “an effective community college leader strategically improves the 

quality of the institution, protects the long-term health of the organization, promotes the 

success of all students, and sustains the community college mission, based on knowledge 

of the organization, its environment, and future trends” (p. 3). Duree (2007) conducted a 

40-item survey with a sample of about 1112 current community college presidents (2006-

2007). This study found that participants perform better in an environment that 

encourages creativity, collaboration, and positive results. As a result, Duree (2007) points 

out that this positive environment allows community college presidents to become 

effective transformational leaders.  

 Nevertheless, according to the study, “approximately one out of four presidents 

did not rate themselves prepared or well-prepared in maintaining and growing college 

personnel, fiscal resources and assets, or using a system perspective to assess and respond 

to the needs of the communities” (Duree, 2007, p. 118). Furthermore, findings show that 

community college presidents must be well-prepared in fundraising and finance. This is 

important because there is little research about finance workshop or training for 

presidents in fundraising and finance, which is necessary. Duree (2007) recommends that 
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leadership development programs should develop a curriculum that includes these 

finance concepts. He also suggests having mentors or coaches who can discuss 

challenging scenarios related to fundraising and budget matters with mentees.   

 Recently, the researcher interviewed a community college president, whose name 

will be kept confidential and will be referred to as “Ms. President” in this dissertation. 

Ms. President stated that it is very critical as a leader/manager to know how to be 

resourceful and manage the budget effectively to balance and accommodate all needs. 

Also, she exemplified that it is important to have employees who are well-versed dealing 

with finance (personal conversation, September 26, 2009).  

 Reille (2009) conducted a study on GYO leadership programs. She included a 

section on curriculum based on the AACC competencies. Under the organizational 

strategy competency, Reille emphasized that “the systems in place support the college’s 

need for data and intent to align all department goals with the college goals. The review 

of ten managerial job announcements confirmed that the college seeks managers with the 

ability to plan and organize the work by utilizing the systems in place, and embrace the 

mission of the college” (p. 145).  

Resource management. The resource management competency, according to 

AACC (2005) relates to “an effective community college leader equitably and ethically 

who sustains people, processes, and information as well as physical and financial assets 

to fulfill the mission, vision, and goals of the community college” (p. 3). Duree’s (2007) 

survey shows that most of the community college presidents in his study were “well-

prepared” in this competency. Only two out of five participants stated they were not well-

prepared when dealing with funding issues. Furthermore, Duree (2007) emphasizes that 
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based on findings these community college presidents did not have appropriate leadership 

professional development training to assist them with these types of resource 

management issues. Duree’s recommendations include improving the doctoral programs 

curriculum by adding funding preparation for new leaders where funding scenarios or 

applications can be incorporated, as well as workshops and seminars for institutes and 

academics focusing on funding issues to prepare future leaders. Another key resource 

presidents should be acquainted with is the effective use of technology. Presidents need 

to know how to use and apply technology effectively in their job because this resource 

may enhance their communication skills, improve their leadership abilities, and provide 

adequately and accurately information for accountability purposes (Evelyn, 2001; 

McClenney, 2001; and Shults, 2001). 

Communication. According to AACC (2005) the communication competency 

entails “an effective community college leader who uses clear listening, speaking, and 

writing skills to engage honest, open dialogue at all levels of the college and its 

surrounding community, to promote the success of all students, and to sustain the 

community college mission” (p. 3). Duree (2007) found that most current community 

college leaders considered themselves prepared or well-prepared in this competency. 

Duree’s (2007) survey indicates that “approximately nine out of ten survey respondents 

rated themselves prepared or well-prepared to articulate and champion a shared mission, 

vision, and values to constituents” (p. 120). Findings show that this competency is one of 

the most important in the development of future community college leaders. Ms. 

President rated communication as the most important among all six competencies. She 

pointed out that leaders might have a large budget, know how to strategically organize 
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their institutions, and be professionally astute, but if they do not know how to effectively 

convey their point of view to their students, their faculty, their staff, and the community 

and do not listen to each group’s concerns, they cannot be strong and effective leaders 

(personal communication, September 26, 2009). 

Collaboration. AACC (2005) defines the collaboration competency  as when  

“an effective community college leader develops and maintains responsive, cooperative, 

mutually beneficial, and ethical internal and external relationships that nurture diversity, 

promote the success of all students and sustain the community college mission” (p. 4). 

According to Roueche, Baker, and Rose (2002), effective collaboration is a vital 

component of the theoretical framework for transformational leadership. Duree (2007) 

points out that community college transformational leaders must possess collaborative 

skills that allow them to work effectively, competently, and successfully with others. Ms. 

President argued that it is critical to work closely with the high schools, for instance, by 

offering dual credit to students. This partnership concept might not generate immediate 

income, but in the future the students might enroll fully in the college. Along with the 

concept of partnership, she noted, “We advocate for these students and for that we need a 

strong leadership, strong vision, mission, and have strong collaboration with four-year 

institutions” (personal communication, September 26, 2009).  Duree (2007) further 

remarks that these types of leaders create an environment where, by empowering and 

embracing these individuals, they are willing to strongly participate in the planning and 

decision making process. Findings from Vaughan’s study, AACC, and Barwick (2002) 

show that “the most important skills and abilities included being able to analyze, 

synthesize and evaluate and to produce results, and it is important to highlight that 
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problem-solving and decision-making are often collaborative efforts on community 

college campuses, and leaders have to be able to facilitate the process” (p. 39). 

Community college advocacy. The community college advocacy competency is 

described where “an effective community college leader understands, commits to, and 

advocates for the mission, vision, and goals of the community college” (AACC, 2005, p. 

4). The survey conducted by Duree (2007) shows that most current community college 

presidents are prepared on this particular competency as approximately four out of five 

respondents rated themselves prepared or well prepared. He further emphasized that all 

community college presidents must be prepared in this critical competency committing to 

the continued advancement of the mission, vision, and goals of community college and 

that “aspiring leaders should not overlook the importance of these results as they map 

their pathway to the presidency” (Duree, 2007, p. 122). Ms. President noted that 

principals encourage students to pursue a vocational or technical career, which are 

offered at community colleges or as two-year plans. More importantly, she emphasized, 

if there is success with this concept, it is currently considered student success as it is in 

academia (personal communication, September 26, 2009). 

Professionalism. The last competency, professionalism, is when “an effective 

community college leader works ethically to set high standards for self and others, 

continuously improve self and surroundings, demonstrate accountability to and for the 

institution, and ensure the long-term viability of the college and community” (AACC, 

2005,  p. 4). Duree’s survey (2007) findings with regard to this competency show that 

one out of three presidents felt unprepared prior to beginning their first year of 

presidency. Duree argues that by gaining experience from a variety of leadership settings, 
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community college leaders might develop appropriate skills to become an effective 

transformational leader. However, he further recommends that not only must the 

curricula be suitable to prepare transformational leaders, but the theory must also come 

alive providing effective professional development including workshops, seminars, and 

conferences, where the presenters are experienced community college individuals who 

are able to inspire and ignite future leaders. As a result these future leaders can become 

successful transformational leaders ready to start their path to the presidency.   

Duree (2007) notes that not only are community colleges impacted by the six core 

competencies for leaders, but they are also encouraged to be responsive to the following 

principles:  

• Leadership can be learned. 

• Many members of the community college can lead. 

• Effective leadership is a combination of effective management and vision. 

• Learning leadership is a lifelong process, the movement of which is 

influenced by personal and career maturity as well as other development 

processes.  

• The leadership gap can be addressed through a variety of strategies such as 

college grow-your-own-programs, AACC council and university 

programs, state system programs, residential institutes, coaching, 

mentoring, and on-line and blended approaches (p. 14). 
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 Other findings through the Leading Forward1 initiatives are “five essential 

characteristics for today’s community college leaders”: 

• Understanding  and implementing the community college mission 

• Effective advocacy 

• Administrative skills 

• Community and economic development 

• Personal, interpersonal, and transformational skills (Duree, 2007, p. 15) 

 This overview of the theoretical research reviewed, the significant studies 

explored, and the AACC six core competencies represent a paradigm to guide the 

development of this study.  

Community College Presidency Skills and Characteristics 

 

According to Townsend (as cited in Brown, Martinez, & Daniel, 2002) a degree 

in higher education is key to enter the community college leadership. Townsend and 

Wiese’s study in 1990 showed that 38 % of senior community college administrators 

earned a higher education doctorate.  In addition, they argued that the institutions had not 

addressed the importance of training their leaders. The researchers argued that the quality 

of preparedness of higher education doctoral students and the relevance of higher 

education doctoral degrees have major problems [Green, 1988; Hankin, 1996; Keim, 

1994; Mason & Townsend, 1988; Palmer & Katsinas, 1996]. Furthermore, Young (as 

cited in Brown et al., 2002) stated that the community college of the 20th century is 
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different from today’s community college; therefore, he argued that the challenges of this 

century needed to be faced and addressed by well-prepared leaders who had acquired the 

appropriate skills.   

In order to address these issues Brown et al.’s (2002) study used a random 

number table generated with XLipStat software. A sample of 300 instructional 

community college leaders, who had completed a doctoral degree, was randomly selected 

using the Higher Education Directory (Rodenhouse, 2001).  In addition, the sample was 

comprised of each of the six regional accrediting associations including leaders from 46 

states. A survey was conducted and the parameters were as follows: 1) Recipients of the 

questionnaire were limited to doctoral graduates, 2) They were limited to Chief 

Academic Officers in accredited, public, two-year institutions identified and included in 

the Higher Education Directory (Rodenhouse, 2001), 3) Contextual factors (e.g., recent 

crisis, upheaval or reorganization) were not controlled and 4) Maturity, experience, and 

leadership style preference were not controlled for this research. 

The participants were asked to identify the title of their doctoral program. The 

titles were classified as priori (not to be defined as leadership program), nonleadership 

(discipline-based degrees outside of education), and leadership program graduate 

(identified higher education leadership program). The skills were ranked based on the 

mean score of each skill. Skills in the doctoral emphasis context were rated by leadership 

program graduates’ participants only. The ranked skills were coded and described as 

follows: (A) Skills and areas of expertise, (B) context: needed skills rank, and (C) 

context: recommended emphasis in doctoral programs’ rank. Skills and areas of expertise 

that fell into the bottom quartile in the needed skills context include: all research 
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methodology and application skills; computer proficiency: hardware and software; 

accounting skills; student recruitment strategies, marketing and external public relations; 

development of alumni relations and partnerships; fundraising; grant writing; and 

understanding of leadership theory and styles. The top 10 ranked skills were coded and 

described as follows: (A) Skills and areas of expertise, (B) Needed: All respondents, (C) 

Recommended (All respondents), (D) Recommended: Leadership program graduates 

(Brown et al., 2002). The total numbers of male participants represents 65%, which 

outnumbered females (35%). Most leadership programs’ graduates were male (60%).  

Based upon the results, Brown et al. (2002) believed that the participants’ 

perception is that these skills are important to train the next generation community 

college leaders. A large percentage (65%) of participants’ skills was identified as 

underemphasized. The 17 skills are as follows: a) understanding and application of 

“change,” b) understanding of organizational theory and culture, c) understanding of 

leadership theory and styles, d) self-analysis and awareness, e) understanding of 

community college mission, f) effective writing skills, g) understanding of small group 

dynamics, h) grant writing, i) organizing and time management skills, j) state governance, 

policy, and procedure, k)  interpretation of surveys and research, l) statistical research 

methodology, m) statistical software application, n) local, state, and federal funding 

policy and funding formulas, o) accounting skills, p) curriculum development, and q) 

teaching and learning styles and methodology (Brown et al., 2002). 

Brown et al. (2002) strongly agreed with Townsend’s statement that “a doctoral 

degree is a passport to community college leadership” (p. 1). They support their argument 

based on Townsend and Wiese’s report showing 38% of senior community college 



23 

 

 

 

administrators received a doctorate in higher education.  The findings were consistent 

with the literature review pertaining to the preparedness and relevance of leadership 

doctoral degrees and programs. Further findings revealed that 30 of the 48 skills were 

identified as underemphasized by Leadership Program Graduates. Dialogue among 

students, graduates, and community college leaders were recommended by participants to 

improve or enhance leadership doctoral programs’ design, evaluation, and curricula in 

order to impact future leaders.  

Elsner et al. (as cited in Hammons & Keller, 1990) recommended identifying 

characteristics and skills of future community college presidents. In addition, they 

proposed to start a nationwide study that could identify these competencies and 

characteristics.  The purpose of Hammons and Keller’s study was to identify 

competencies and characteristics of future community college presidents by asking the 

participants the question “What should the competencies and personal characteristics of 

future community college presidents be?” This was a national study where participants 

were asked to answer pre-formulated questions through the Delphi questionnaire. 27 

community college presidents completed the Delphi process. This was a quantitative 

research that used the Delphi method to conduct the study. A stratified random sample of 

accrediting region and institution enrollment size produced a representative panel of 

presidents. 

The data was collected as follows: first, the panel of judges was selected. The 

finalist body was comprised of 31 presidents. 27 out of the 31 completed the Delphi 

process, which included mailing the revised questionnaire, gathering and analyzing the 

results, and sending them back to the participants. This process was comprised of three 
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rounds. Round one was divided into two parts: General Information and competencies of 

future community college presidents. Round two had only two main differences when 

compared to round one. Participants did not want to answer to competencies that did not 

include a definition of the competency. Therefore, since the only competencies that were 

without definitions were the Stogdill, these competencies were not included.  Finally, 

round three was very similar to round two with the exception that the participants were 

not asked to recommend additional competencies (Hammons & Keller, 1990). 

The data analysis was divided in three different analyses. First, numerical values 

were assigned to the Likert-type rating scale. The scale and the values are as follows: 

“extremely important to possess” = 4.0; “very important but not absolutely essential” = 

3.0; “would be nice to possess” = 2.0; and “not important” = 1.0. Consensus was reached 

on 41 of the 43 competencies. The study included all the competencies that they agreed 

upon. The competencies were divided in leadership, group related, and personal 

characteristics depending upon the three Stogdill categories. The top competency at the 

level of leadership was at mean of 4.00, which was “delegation,” defined as “the ability 

to know when and when not to assign tasks to others, including the ability to grant 

authority to others and to hold them accountable” (p. 4). And the least in that category 

was “scholarly writing,” with mean of 2.19. From the second category, the top 

competency was “motivation” at mean 3.93, and the least, conflict resolution at mean of 

3.52. In the last category the top competency was “judgment” at mean of 4.00 and the 

least in that category was “charisma” at mean of 3.00. Keeping these results in mind 

future community college presidents do not have to worry about being a good writer or a 

charismatic leader (Hammons & Keller, 1990). 
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Hammons and Keller (1990) used the outcome of the study to recommend the 

“profile of the community college CEO of the future” (p. 6). They suggest that the future 

community college presidents should be visionary, knowledgeable, committed to the 

college mission, competent as leaders, planner, delegator, decision-maker, selector of 

personnel, but don’t have to be scholarly writers. Also, these leaders should have 

essential skills such as high integrity, responsiveness, persistence, high energy and 

positive attitude. The researchers emphasized that these competencies and descriptions 

are meaningful to select and evaluate today’s leaders and are helpful to assess potential 

candidates as well as be used in training programs for new or current presidents. Finally, 

they noted that the methodology used in this study should be applied to mid-level 

administrators as well. One limitation this study has is that the sample could have been 

larger to have a better impact. 

Leadership Development Programs 

 

 AACC remarks that it is vital that community college leaders develop effective 

skills and traits through suitable professional development. Participants included a list of 

effective professional development programs they attended in the past including state and 

local leadership degree programs, short term leadership seminars offered through 

universities, mentoring programs, retreats, and conferences. The concern is real, yet 

future community college leaders are preparing to fill these positions by attending 

professional development programs in pursuit of formal degrees or other types of 

leadership development activities. 
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Ms. President (personal conversation, September 26, 2009) stated that there are 

several in-house programs in her college, for example, the Leadership Excellence 

Institute (LEI). She said this was created by the chancellor and the deputy chancellor and 

she thought the chancellor teaches in this program. This program, she explained, is a very 

effective leadership program; it is one that allows participants to have internship 

opportunities. Another program is the College Leadership Program (CLP). This program 

comes from the Human Resources department and is composed of mid- and/or higher 

management employees. LEI is a little more advanced than the CLP experience.  

With regard to nationwide leadership programs Ms. President mentioned the 

University of Texas at Austin community college doctoral leadership program under Dr. 

John Roueche because she said many of her friends participated in this particular 

program and she heard nothing but excellent remarks about it. The other program she 

knew is the Sam Houston State University doctoral program, of which program she is a 

part. This is a young program, she stated, that was designed for K-12 teacher education at 

the public school level, but lately focuses on community college leadership as well. 

Furthermore, she mentioned the Leadership Academy and shared the following: 

I actually participated in that program and I really enjoyed it. It cost about 

$5000.00 to participate but it was sponsored by my institution but you get to meet 

with actual community college leaders that have been in their positions for forty 

or fifty years in their career. You get to hear from these leaders, you get to 

participate in activities, at the end you have to come up with a model of a 

community college designed plan, you actually go through the experience. It is 

one of these types of training/programs from eight in the morning to eight at 
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night. It is about the learning process. I think these programs are wonderful. These 

are some of the programs that have helped me with my development. I had that 

opportunity when I was at the district when I was a vice chancellor and at the time 

not knowing I was going to a doctoral program because at that time my intention 

was not to go to a doctoral program, but maybe a year or two later I realized my 

personal goal was to achieve a doctoral degree but I am glad I did. I gained so 

much knowledge and information and expertise in the community college arena 

as it relates to students’ success. 

The lack of research on community college leadership development programs, 

which are designed to prepare future leaders, motivated Hull and Keim (2007) to begin a 

study on the nature and status of community college in-house leadership development 

programs. The purpose of their study was:  

1) to identify leadership development programs and practices used in community 

colleges to prepare the next generation of upper-level administrators; 2) to 

compare these programs by geographic setting, regional accrediting body, and 

size; and 3) to identify perceptions about the value, effectiveness, and need to 

expand programs and practices. (p. 691)  

 Community colleges and their presidents were identified from the AACC 

directory. There were 389 incumbent community college presidents who were randomly 

selected to participate in this study. The researcher conducted a mixed qualitative and 

quantitative research where a self-report survey developed by the first researcher was 

used to gather data for the study.  
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Data were collected, coded, and analyzed using a statistical software package. The 

information was grouped by service area (urban, suburban, and rural), size of institution 

(full- time equivalency enrollment), and by accrediting region (New England, North 

Central, Northwest, Middle States, Southern, Western). Descriptive statistics were 

calculated for demographics and for each item on the survey; and Chi-square was used 

for selected items. The demographics results show that most of the participants were from 

suburban community colleges (41%) and the lowest participation was from the urban 

sector. In terms of the type of program, Chair Academy had the highest percentage of 

participation (24%) and projected to have 30%, and the least was Leadership Fellows 

with 5% and projected to have 11% (Hull & Keim, 2007). The following efforts were 

conducted: workshops, seminars, shadowing and internal internships, mentoring of senior 

administrators, sabbaticals, released time, tuition reimbursement, graduate studies, and 

institutional succession planning. The researchers found that workshops and seminars 

were conducted at 246 colleges representing 86%. In addition, in-house leadership 

development activities were conducted at 64% of the colleges.  

Statistically significant differences were found based on size of college, 

significant percentage was found where participants thought leadership programs were 

valuable to participants (89%), valuable to participant’s departments (85%) and valuable 

to the institution (87%). A high percentage (69%) of the participants thought that 

developmental opportunities should be expanded. The open-ended question on 

“accessibility” was found the most common theme with 27 % (Hull & Keim, 2007). 

Hull and Keim (2007) found that national and regional community college 

leadership development programs, in particular those programs that are designed to 
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prepare future community college leaders, had weak participation. Although this 

participation is weak, findings revealed that the Chair Academy (24%), Future Leaders 

Institute (20%), and the Executive Leadership Initiative (14%) were rated the highest 

among all programs. Other findings indicate that the Chair Academy was found to be the 

most affordable among the three, there were differences in terms of the duration of each 

program, there was no significant difference with regard to accrediting by regions, there 

were less leadership activities and less professional development among rural programs, 

and for colleges in a range of 1,000 to 2,999 FTE there were less opportunities for 

leadership development.  

Hull and Keim (2007) stated that the reasons for having fewer opportunities 

available for these colleges include finances, lack of leadership and management, and 

curriculum and instruction. They further pointed out that regional offerings should come 

from key faculty members who have experience in training community college future 

presidents. These faculty members, as experts, can better prepare, lead, and encourage 

these future leaders to achieve the next level as well as coordinate regional in-service in 

order to assist and update these mid-level administrators to pursue higher level positions. 

The authors argued that these types of activities might increase accessibility, and 

decrease travel costs and time commitment to the participants. In addition, they pointed 

out that there are organizations such as the League for Innovation that host conferences 

that accommodate more institutions, and that this could be cost effective by being more 

affordable for more institutions. As a result, these organizations can prepare more 

administrators.   
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The incumbent presidents’ perceptions indicate that in-house offerings should 

start immediately. They recommended that the subject matter should be relevant and 

comprehensive. Also, informal affordable brief mentoring programs should be offered. 

They also suggested that presidents should mentor their VPs, encourage them to pursue to 

the presidency, and VPs and deans should groom their employees who are interested in 

entering the pipeline to deanship or higher. Interestingly, in the category of “grow your 

own leaders” slightly more than half of the participants, about 54%, stated having 

mentees (Weisman and Vaughan, 2007).   

Hull and Keim (2007) recommended a study that can identify “exact costs, 

intensity, rigor, and quality” (p. 697). They stated that this type of study might help 

institutions in gaining easy access to this valuable and relevant information.  

Another in-house leadership program is the Community College Leadership 

Academy (CCLA). The presidents of community colleges in Massachusetts and their 

executive teams realized that half of the presidents and senior administrative staff in 

community colleges would retire by 2010. Therefore, they addressed this issue by 

establishing the Community College Leadership Academy (CCLA). The presidents of 15 

community colleges in Massachusetts met to create the academy. A community college 

leadership academy was established to prepare future administrators and staff to fulfill 

the needs of presidents and senior staff administrators retiring. The institute was 

successfully established. It provided keynote speakers, experts, mentoring and the 

curriculum. Crosson, et al. (2005) recommend this model to assist other future programs 

in providing in-house leadership programs that will help alleviate the massive retirement 

crisis among presidents and senior administrative staff.  
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In addition to the CCLA program, the Community College Leadership 

Development Initiatives (CCLDI) is another example of an in-house leadership 

development program. In the late 20th century, the Accrediting Commission for 

Community and Junior Colleges of the Western of Schools and Colleges learned two 

major concerns at community colleges in California, Hawaii, American Samoa, Guam, 

the Commonwealth of the Northern Marianas, the Republic of the Marshall Islands, the 

Federated States of Micronesia, and the Republic of Palau. In an effort to address the 

concerns, the Community College Leadership Development Initiatives (CCLDI) board 

first analyzed the concerns. Due to the magnitude of the issues, the board decided to 

conduct a survey to gather information from CEOs and key leaders and find out their 

perceptions regarding these two issues (Carroll & Gandert Romero, 2003). 

The participants’ results revealed that in 1977, 28% of CEOs in California had 

been with the institution for 10 years or over. Dramatically, 20 years later this percentage 

decreased to 13% and CEOs were retaining their jobs for a maximum of three years. The 

reasons for attrition were governance and political situations. There were common 

findings among the other colleges (Carroll & Gandert Romero, 2003). 

Faculty participants stated they were not interested in entering the leadership 

pipeline due to either weak or no training and lack of support.  With the outcome of the 

survey coupled with the projected shortage in both administration and faculty, the CCLDI 

board’s concern increased. Therefore, CCLDI put together a plan to solve the existing 

situation.  The plan included developing and/or improving leadership training to both 

current and future leaders to better prepare them to the challenging community college of 

the future. In addition, CCLDI agreed to create a community college institute that would 
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include five key elements: a doctoral fellows program, a leadership fellows program, a 

certificate program for new community college leaders, an intensive summer workshop in 

community college leadership, and information dissemination and research. This institute 

was designed to be decentralized and coordinated and supported by existing departments 

and employees who showed interest in this undertaking (Carroll & Gandert Romero, 

2003). 

As a sustaining and strong partnership it might increase the likelihood of other 

institutions to buy into the effort and bring confidence at both levels externally as well as 

internally. CCLDI decided to reach out for support and collaboration. Out of all the 

institutions CCLDI contacted, only private institutions including Claremont Graduate 

University (CGU) responded to their request. Skillfully, a former leader in the 

community college field was appointed by the CCLDI Board to direct the leadership 

institute.  All five components of the institute were successfully implemented (Carroll & 

Gandert Romero, 2003). 

Lastly, the Walden University offers an online Community College Leadership 

doctoral program. This program, which was established in September of 2003, includes 

two unique components: an emphasis on community college culture and a special 

community college faculty. The former focuses on exploring leadership issues primarily 

on community college culture. One of the specialized Knowledge Area Module (KAM) 

courses is on leadership and strategic planning in the community college.  The latter has 

an emphasis on a special community college faculty. This particular component provides 

a faculty mentor to each doctoral student with the purpose of guiding students through the 

KAM curriculum as well as through the dissertation (O’Banion & Kaplan, 2003). 
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According to O’Banion and Kaplan (2003) “the new Walden University Community 

College Leadership specialization is dedicated to addressing the leadership crisis in the 

nation’s community colleges within the context of a learning-centered philosophy” (p. 6).  

The above examples of leadership development programs present a paucity of 

research in the literature. Little empirical research has been conducted about leadership 

development programs particularly on leadership programs designed to prepare future 

community college leaders.  

Grow Your Own Leadership Program 

 

The Grow Your Own Leadership (GYOL) program concept began with the idea 

of providing leadership development training to college or district employees in order to 

prepare and assist them to begin or continue the leadership pipeline within the 

organization (AACC, 2005). Reille (2009) found that current leadership programs (e.g., 

doctoral leadership, outside leadership training) are not as effective as in-house 

leadership programs because the former programs are not tailored to the college’s 

mission, culture and goals. In particular, she emphasized most doctoral programs focus 

on research and theory. O’Banion (2007) argues that “currently, few degree programs 

focus on community college administration and leadership. Therefore, traditional 

community college leadership doctoral programs do not have the capacity to prepare a 

sufficient number of community college leaders” (p. 15). He supported his argument 

based on a report from the National Center for Education Statistics data showing that “the 

number of graduates has declined by 78% between 1983 and 1997” (p. 15).  
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 In-house leadership programs could be customized to the college’s needs. For 

example, these programs may offer a curriculum that discusses key issues such as 

finance, budget, fundraising and board relation (Reille, 2009). It is essential that future 

leaders have the appropriate skills and be prepared to deal with current challenges, so 

they must have suitable preparation. In addition, GYOL programs open employees to 

further opportunities, including leadership promotions, gain leadership, management and 

collaboration skills, exposure within the field, job shadowing, grants and leadership 

projects involvement, and also enhance and improve their ability to solve difficult 

situations and gain confidence (Reille, 2009).  

 According to Reille (2009) mentoring is another key component of GYOL 

programs. She emphasizes that mentoring is included in most leadership development 

programs as it is cited by several researchers. Jeandron’s (2006) study lists many benefits 

mentoring can provide to future leaders including “exposure to different leadership 

styles; exposure to different departments or campuses; guidance with individual and 

group projects; feedback on written assignments; [and] discussion of leadership issues, 

including challenges” (p. 26). In addition to mentoring, professional development is 

another key component to the development of GYO program. Reille (2009) mentions two 

examples: the Chair Academy and the Executive Leadership Institute.2 “These programs 

are meant to complement formal education by offering a learning experience that allows 

participants to develop their leadership skills in the context of community college 

administration” (p. 18). Reille (2009) recommends institutions that are interested in 

developing GYO programs to provide a holistic approach, to involve presidents in the 

coordination and process as well as get board approval, to allocate a budget, to be 
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inclusive in order to attract a diverse pool of applicants and to evaluate the programs. 

Piland and Wolf (as cited in Reille, 2009) suggest to offer a nationwide summit to share 

resources and attract a bigger pool of applicants and work in collaboration.  

 Reille’s study (2009) includes a section on GYO Community College Leadership 

six competencies. The study shows management of resources and professionalism as the 

most important among the competencies. The other competencies such as communication 

and collaboration were found competencies that could be developed through workshops 

but these competencies don’t need to be addressed as priority for the curriculum; 

community college advocacy was the least important at their college; and finally it was 

found that the college has already provided the organizational strategy competency 

through training managers as a means of addressing the college’s goals. 

Community College Presidency Changes and Challenges 

 

Vaughan (as cited in Phelan, 2005) pointed out that the transitional leadership 

during the first year of presidency is the most difficult challenge community college 

presidents have to face. He further stated that if the outgoing president was an effective 

president who led the college successfully for a long period of time, the new president 

might have to face a bigger challenge. On the other hand, if the outgoing president was 

the kind of president who left the college in turmoil and conflict, the new president might 

have a better chance to turn the organization around to a healthy college and perhaps be 

most likely to have the support of the employees.  

Phelan’s (2005) study focuses on the community college leadership, especially on 

generational change. The topics discussed in this study included needed curricular 
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changes in graduate leadership programs, leadership recruitment and retention, and 

specific situational discussion. It is important to remark that Phelan (2005) covered these 

topics in a review of a literature format only. In other words, only previous studies are 

included in this article. Phelan (2005) indicated that there are a few organizations that are 

playing a vital role in supporting leadership development programs including the League 

for Innovation in the Community College, the AACC, and the National Chair Academy. 

Keim (as cited in Phelan, 2005) found that most community college leadership programs 

do not address community college issues in their programs. She suggested “refinement” 

for these programs, as higher education is evolving rapidly. In addition, she found that in 

many programs their curricula do not include courses in labor relations, advancing 

institutional financing through economic development, foundation board relations, 

legislative and congressional relations, board/president relations, policy governance, 

higher education law, visioning and strategic planning, and media and community 

relations.  

McKenney and Cejda (as cited in Phelan, 2005) found that few changes had been 

identified in recruitment and preparation in leadership in 20 years. Phelan (2005) stated 

he learned from his first year of presidency that it is important for the new president to 

get to know the institution’s culture. Phelan (2005) brought an example of an interview 

with a mid-level administrator. The administrator stated that she learns by observing 

other leaders. She suggested creating leadership programs that include workshops and 

dialogues with senior-level administrators. In the leadership challenges category, 28 

presidents were interviewed and they chose the top concerns including leadership 

development for presidents, succession planning, board succession, politics and capital 
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funding. He suggested that senior-level administrators need to address this concern 

urgently (Phelan, 2005). He further emphasized that their immediate response would 

impact not only new community college presidents but also their institutions.  

Conclusion 

 

In conclusion, a review of current literature shows that there is considerable 

research about community college presidents, however, there is far too little research 

about their preparation based on the AACC six core competencies for leaders and 

transformational leadership theory. Further research is necessary to study and understand 

their preparation in order to have an impact in the development of future community 

college presidents, especially because of the urgency of addressing a potential leadership 

gap in this decade.  Therefore, it is critical to address this issue by properly exploring 

Texas’ current community college presidents’ leadership programs and educational 

preparation. This will ensure improvement in the understanding of the challenges current 

community college presidents face, as well as create awareness of the importance of the 

level and types of preparation future presidents may need to start their first presidency.  
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CHAPTER THREE 

Methodology for the study 

 

Chapter Three describes the methodology used to address the purpose and research 

questions posed in this study. 

Overview 

 

The purpose of this study was to explore Texas’ current community college 

chancellors, vice-chancellors, presidents and vice-presidents succession planning, 

leadership programs, and educational leadership preparation, and to identify key 

constructs critical to their preparation and effectiveness as community college leaders 

based on the AACC six competencies. This study may improve or enhance current 

community college leaders’ and future leaders’ understanding of the challenges in this 

field as well as provide awareness of the importance of the level and types of preparation 

future presidents may need to acquire to begin the pathway to the presidency. 

The following research questions were addressed: 

1.  What are personal and professional characteristics of current Texas 

community college chancellors, vice-chancellors, presidents and vice-

presidents?  

2. To what extent were these leaders prepared based on the AACC six 

competencies when they assumed senior administration leadership positions?  
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3. To what extent does leadership preparation through leadership doctoral 

programs, in-house leadership trainings, or outside leadership educational 

programs predict how chancellors, vice-chancellors, presidents and vice-

presidents perceive their level of satisfaction with their preparation when they 

assumed a senior administration leadership position?  

Participants and Sample 

 

 Duree (2007) conducted a nationwide study on community college presidents’ 

preparation based on the AACC six core competencies. Duree’s study has been very 

instrumental to this research, but this study differs from Duree’s study in its focus on 

current Texas community college presidents. For this study, the researcher selected all 

current Texas community college chancellors, vice-chancellors, presidents, and vice-

presidents as the participants. Others at different ranks were not included. The researcher  

retrieved the list of all Texas current community college CEOs from the AACC Directory 

of Member Institutions available at the AACC website. 

Measures (Instrumentation) 

 

Survey instrument. The researcher of this study had permission to use and 

modify the Iowa State University (ISU) survey (see Appendix F) conducted in 2007 and 

gives credit to the Office of Community College Policy and Research (OCCRP) at Iowa 

State University. Authors would include: Alethea Stubbe, Greg Schmitz, and Christopher 

Duree. The survey was endorsed by Dr. George Boggs, CEO of AACC. Based on the 

exploratory factor analysis (EFA) conducted on a 45 item survey from the sample of 415 



40 

 

 

 

survey participants, it was found that the lowest α from the Cronbach reliability analysis 

was 0.732 (Duree, 2007). Table 3.1 indicates the factor analyses results (Duree, 2007). 

Since this is a significant result the researcher used and modified the ISU’s survey to put 

together the one that was used for this study.  

Table 3.1  

AACC Competencies for Community College Leaders -  

Factor Analysis Results 

Variable Α 

  

Organizational Strategy α = .732 

Resource Management α = .882 

Communication α = .916 

Collaboration α = .958 

Community College Advocacy α = .971 

Professionalism α = .975 

    

Source: Adapted from “Dissertation Abstracts International, 68, 191,” by C. A. Duree, 2007,   

The challenges of the community college presidency in the new millennium: Pathways, preparation, 

competencies, and leadership programs needed to survive, p. 94.   

 

 In order to measure the survey’s items, several methods were used: dichotomous 

responses (“yes” and “no”), numerical scales, and Likert-type rating scales (“extremely 

important”  to “not important;”  “not prepared” to “very prepared;” “extremely 

challenging” to “not challenging”). Bradburn, Sudman & Wansink (2004) remarked that 

“a particular set of questions rely on the idea that a good scale has a high intercorrelation 
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of the items” (p. 126). The last three questions of the survey were open-ended questions. 

The survey is found in Appendix E. 

 This survey was composed of 59 items. These items were divided in seven 

sections as follows: 1) leadership preparation (15 items); 2) competencies for community 

college leaders (12 items); 3) professional and personal information (9 items); 4) career 

pathways (6 items); 5) educational background (2 items); 6) faculty, staff, and public 

relations (5 items); and 7) research and publications (10 items). 

Leadership preparation. This section asked the participants to provide 

information about their participation in leadership doctoral programs, in-house leadership 

programs within their college, nationwide leadership programs, and mentorship.  

AACC six core competencies. This section was based on the AACC six core 

competencies for community college leaders.  Thus, the six competencies become sub-

sections. This section asked the participants to rate their preparation based on each 

competency.  

Professional and personal information. This section asked the participants to 

provide professional and personal information including marital status, age, gender, 

race/ethnicity, current position/leadership title, and number of years in their present 

position. 

Career pathways. This section asked the participants to provide what position 

they held prior to becoming community college presidents in order to find out differences 

or commonalities in their career pathways.  
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Educational background. This section asked the participants to provide 

information about their highest degree and major field of study.  

Faculty, staff and public relations. This section asked participants to provide 

information with regard to their roles, responsibilities, and key issues they encountered 

internally as well as externally as presidents.  

 Research and publications. The purpose of this section was to find out 

participants’ effectiveness in research and publications based on McFarlin, Crittenden 

and Ebbers’ (1999) study. This research indicates that research and publications are key 

characteristics of effective community college presidents according to their peers.   

Procedure 

 

Testing the survey. Testing the survey was very critical because the researcher 

could pinpoint problems that could be fixed before sending the survey such as technical 

problems with the software, and changing the order of the questions. The software might 

not have been user-friendly if the order of the questions was changed. Also, other 

problems that might have been encountered could be the total number of items, the 

duration of the survey, failure of the participants’ computer system, and spam filters 

within the participants’ internal system which might not allow them to receive the survey 

(Dillman, Smyth, and Christian, 2009). 

It was recommended to test the survey by asking a group of at least three people, 

composed of a professor, an instructional technology coordinator, and a current 

community college president to try out the survey. They could provide valuable feedback 



43 

 

 

 

to the researcher. It was critical to send the proposed survey to this group to test the 

survey ahead of time. This group was able to provide the researcher with feedback 

including changing the order of the questions, correcting grammatical errors, adjusting 

the survey due to technical problems, including specific instructions, and changing the 

format of the questions (Dillman, Smyth, and Christian, 2009). The researcher used 

Zoomerang software. 

Invitation letters and AACC list of Texas community college presidents. The 

researcher put together a cooperation letter to respectfully request each college to grant 

permission to conduct a survey and to request the list of the college’s current community 

college chancellors, vice-chancellors, presidents, and vice-presidents and their email 

addresses (see Appendix C). As permission was granted, the investigator electronically 

sent the survey through Zoomerang and attached the consent letter (see Appendix B) to 

the email to the participants. The researcher set up reminders through Zoomerang to be 

sent to the participants. Also, the researcher obtained the list of all current CEOs in Texas 

from the AACC website. Rather than contacting the presidents directly utilizing this list, 

the researcher contacted each executive assistant from the CEOs’ office of each college 

to ask for the current list in order to follow a more proper protocol. After the consent 

letters were sent, a phone call and/or email were sent in order to find out the status of the 

cooperation letter.  

Design  

 

 This study used a cross-sectional survey designed to explore current Texas 

community college presidents’ preparation based on the AACC six competencies for 
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leaders. The independent variables are as follows: 1) Variation on leadership training 

(e.g., doctoral leadership programs, in-house leadership training, outside leadership 

training); and 2) Indices of training in each of the six AACC competencies training. The 

six competencies are sub-variables of the main variable. Lastly, the dependent variable is 

satisfaction with the presidents’ preparation. See Figure 3.1, which provides a predictive 

conceptual framework. This is not a unidimensional framework because it represents 

more than one dimension of a concept.    

Figure 3.1. Predictive Conceptual Framework 

 

Figure 3.1 Predictive conceptual framework of current Texas community college participants’ perceptions of satisfaction with their 

preparation for first presidency. 

Variation in 
Leadership 
Preparation 

 

Indices of 
Training in each 
of the six AACC 

competencies 

Satisfaction 
with 

Preparation 

1. Organizational Strategy  
2. Resource Management 
3. Communication 
4. Collaboration 
5. Community College Advocacy 
6. Professionalism 

1. Doctoral Leadership 
Programs 

2. In-House Leadership 
Training  

3. Outside Leadership Training 
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Once the data were collected, the researcher needed to export it into Excel or 

SPSS. Once the data was exported, the cleaning and coding process began. In order to 

accomplish this step, the researcher first looked for any missing data and outliners. Prior 

to the primary analyses related to the research questions, Exploratory Factor Analysis 

(EFA) was undertaken to test the survey for validity.  

This correlational study used surveys to collect data in order to be able to answer 

the three research questions. In order to address the research questions one and two, 

descriptive statistics were conducted to explore personal and professional information, 

career pathways, educational background, leadership preparation, effectiveness, turn 

over, and perception of the participants’ satisfaction of their preparation based on the 

AACC six competencies for community college leaders.  

Multiple regression. The relationship between the dependent variables and the 

independent variables were examined by multiple regression analyses. In order to address 

question three a sequential regression analysis was conducted to determine the extent to 

which variations in leadership preparation (through different leadership programs) predict 

how chancellors, vice-chancellors, presidents and vice-presidents perceive their level of 

satisfaction with their preparation. This was based on the AACC’s competencies for their 

first year as senior administrators. The predictor variable was entered into the hierarchical 

regression equation in two variable groups: 1) participants’ leadership training through 

doctoral programs (e.g., University of Texas Community College Leadership program, 

University of Houston Educational Leadership in Higher Education program), in-house 

training (e.g.,  Leadership Excellence Institute), and outside training (e.g., League for 

Innovation, AACC); and 2) Preparation in AACC training including the sub-variable 
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predictors in organizational strategy, resource management, communication, 

collaboration, community college advocacy, and professionalism. Figure 3.1 presents a 

predictive conceptual framework. The significant level was established at p < .05. 

Exploratory Factor Analysis (EFA). Prior to conducting the analyses, an 

Exploratory Factor Analysis was conducted with the objectives of  examining 

interrelationships among the variables within the survey, and determining whether the 

observed correlations could be explained by the existence of a smaller number of factors 

as a means to explore the data for possible data reduction.  The set of factors are 

explained by the amount of variance accounted for the factor (s) after rotation, and 

analyzed by each domain depending on the loading. Researchers recommend > .4 (Duree, 

2007).    

For this survey the cut off was .4. Variables were grouped depending on how 

correlated they are. Reliability was identified by Cronbach’s alpha test. According to 

Cronk (2008) this test takes a number of items that compose a scale design to measure a 

single construct and identifies the level at which all the items measure the same construct. 

Cronbach’s alpha test does not answer whether it measures the correct construct. The 

latter process is done through testing validity. “Before a test can be valid, however, it 

must first be reliable” (Cronk, 2008, p. 100). The assessment of validity was determined 

by criterion-related validity to the extent which each scale correlated with the appropriate 

AACC competency.  Strong validity is indicated by values closest to 1.00 (Cronk, 2008). 

It was recommended that the researcher do the following: Provide the maximum 

number of principal components that could be extracted, identify the number of units of 

variance that the first component explains in the original test, understand the outcome 
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from the tables (e.g., matrix component, commonality, total variance explained), the 

Kaiser’s rule, and the 80% rule. Also, after rotation factors, the researcher needed to 

account for approximately the same amount of variability. In this case this is a point 

when the variance of squared loadings in the column of the structure matrix is 

maximized. For data reduction it is critical to rotate and compare the outcome after 

rotation. Two tables were given: unrotated component matrix and rotated component 

matrix. Variability should be explained by the same amount. The loading factor table 

needed to be analyzed by identifying the higher loading numbers per factor (Field, 2005). 

Results 

 

 The cooperation letter was sent to all current Texas Community College CEOs. 

The CEOs who agreed to participate in the study sent the names and email addresses 

of all their senior administrators from vice-presidents and above. The survey was sent to 

these potential participants. A total of 218 invitations were sent via Zoomerang system. 

Of the 218, twelve invitations were hard or soft bounced, thus, these potential participants 

did not receive the survey. Therefore, the final sample was 206. Of the 206, 117 

participants completed the survey. Thus, the response rate is approximately 56.8%. Then, 

the survey was closed to begin the cleaning and coding process as a means to have the 

data ready to be analyzed. Table 3.2 presents the results of the eligible sample and 

response rate for the community college leaders: demographics and leadership 

preparation factors survey. 
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Table 3.2 

Eligible Sample and Response Rate for the Community College Leaders: 

Demographics and Leadership Preparation Factors Survey 

    

Sample  218 

Unreachable 12 

Eligible Sample 206 

Completed Surveys 117 

Response Rate 56.80% 

          

 

Summary 

 

The findings of this study may provide awareness of the importance of the level 

and types of preparation future leaders may need to acquire to begin the pathway to the 

presidency, specifically based on the six core AACC competencies.  

Chapter 4 presents the findings of the study. This chapter includes the results for 

the various analyses describe in this chapter as well as provides more descriptive 

information as a means to interpret the findings.  
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CHAPTER FOUR 

Results 

 This chapter presents the findings from the descriptive and inferential analyses of 

the study. It begins with a description of the respondents to the survey. The chapter then 

describes findings organized by subsequent research questions.     

First Research Question: What are personal and professional characteristics of 

current Texas community college chancellors, vice-chancellors, presidents and vice-

presidents? 

 Description of the respondents: Personal and professional information. Of the 

117 participants, 3% (n = 4) were chancellors; 14% (n = 16) were vice-chancellors; 31% 

(n = 36) were presidents; 45% (n = 53) were vice-presidents; and 7% (n = 8) responded 

as “other.” Thus, the majority of the participants were vice-presidents. Most of the 

participants (46%) were aged 56 to 65. Table 4.1 presents the results. A little over 50 

percent of the participants (57%) responded that they have not held a presidency, not 

unexpected given that the majority of study participants were vice-presidents. 

Approximately 29 percent of participants have held only one presidency.  The rest of the 

participants responded as having held presidency twice (7%), three times (3%), four 

times (2%) and more than five times (2%).  

 When asked how many years they have served in their present position, 

approximately one-third of the participants responded three to five years. Only 9% have 

been in their present position for less than one year. Approximately 22% have been in 

their present position for one to two years, which is the same percent as those who have 

been in their current position for more than ten years. 13 percent have been in their 
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present position for six to ten years. Of the 117 participants who were currently serving 

as presidents, 10% have served one to two years, 6% three to five years, 9% six to ten 

years, and 17% more than ten years. By gender, approximately 60% of the participants 

were male and 40% female. The great majority of the participants (78%) were 

White/Caucasian. The race/ethnicity of the remaining participants was as follows: 11% 

Black/African American, 9% Hispanic/Latino and 2% “Other.”  In addition, Tables 4.2 

and 4.3 show cross-tabulation of participant current position to gender and ethnicity. 

Table 4.1  

Community College Leaders Professional and Personal Information 

N = 117 

Variable             Percent 

Current Position 

Chancellor 3 

Vice Chancellor 14 

President 31 

Vice President 45 

Other 7 

Number of Presidencies Held Including Current Position 

None 57 

Once 29 

Two 7 

Three 3 

Four 2 

More than Five 2 

Number of Years in Present Position 

Less than one Year 9 

1 to 2 22 

3 to 5 33 

6 to 10 13 

More than 10 22 

Total Number of Years as a College President 

None 58 

1 to 2 10 

3 to 5 6 

6 to 10 9 

More than 10 17 

Did not respond 0 
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Table 4.1  (Continued) 

Community College Leaders Professional and Personal Information 

N = 117 

Variable             Percent 

Age When Beginning First Presidency (N = 85)* 

Under 35 2 

35 - 45 12 

46 - 55 17 

56 - 65 13 

66 - 75 2 

Over 75 0 

N/A 45 

Current Age 

Under 35 1 

35 - 45 11 

46 - 55 29 

56 - 65 46 

66 - 75 14 

Over 75 0 

Did not respond 0 

Gender  

Male 60 

Female 40 

Did not respond 0 

Race/Ethnicity  

Black/African American 11 

White/Caucasian 78 

Hispanic/Latino 9 

American Indian/Native American 0 

Asian/Pacific Islander 0 

Other 2 

Did not respond 0 
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Table 4.2 

Cross-tabulation of Participant (Counts) Current Position by 

Gender 

Gender Current Position 

Total Chancellor 
Vice-
Chancellor President 

Vice-
President Other 

Male 3 10 22 33 2 70 

Female 1 6 13 20 6 46 

Did not respond 0 0 1 0 0 1 

Total 4 16 36 53 8 117 

              

 

Table 4.3 

Cross-tabulation of Participant (Counts) Current Position to 

Ethnicity 

Ethnicity Current Position 

Total Chancellor 
Vice-
Chancellor President 

Vice-
President Other 

Black/African 
American 0 2 3 6 2 13 

White/Caucasian 4 11 29 41 5 90 

Hispanic/Latino 0 2 4 4 1 11 

Other 0 1 0 1 0 2 

Did not respond 0 0 0 1 0 1 

Total 4 16 36 53 8 117 

              

 

 Table 4.4 and Figure 4.1 indicate the last job prior to participants’ current job. 

The majority of the participants (64%) responded having held positions as central office 

administrators, 17% held position as academic administrators, 8% as student affair 

administrators, 7% as having held positions in economic development, while none of the 
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participants indicated that they held a position as K-12 administrator. Figure 4.2 includes 

the participants’ titles.   

 The great majority (86%) of the participants responded that their job prior to their 

current job was in a community college setting. Many of the participants (44%) have 

taught part-time in a community college, 19% have taught full-time, 18% both full-time 

and part-time, and 20% responded that they have never taught in a community college. 

Further, slightly more than three quarters of the participants 78% are not currently 

teaching. Only 10% are teaching in community college and 11% in other settings. 

Table 4.4 

Career Pathways of Community College Leaders 

N = 117 

Variables           Percent 

Position Prior to Current Job  

Academic Administration 17 

President 8 

Student Affairs 7 

Economic and Workforce Development 2 

K-12 Administration 0 

Central Office Administration 64 

Other 2 

Did not respond 2 

Was Prior Job in a Community College Setting  

Yes 86 

No 14 

Did not respond 0 

Have Taught in Community College Setting  

Yes (Full-time) 19 

Yes (Part-time) 44 

Yes, (Full-time & Part-time) 18 

No 20 

Currently Teaching in Any Setting  

Community College 11 

Other Higher Education 10 

Not Currently Teaching 78 

Other  1 

Did not respond 0 
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Figure 4.1. Career Pathways. Position Prior to Current Job. 

 

 

Figure 4.2. Career Pathways. Participants’ Position Prior to Current Job Including Titles. 
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 Among community college leaders in the study, 55% have earned a master’s 

degree. There is a 5 percentage difference between those who have earned doctorate        

a Ph. D. (37%) and an Ed. D. (32%). The participants were asked what their major field 

was in their highest degree; 46% responded in other fields of study outside of higher 

education, 28% responded in higher education with emphasis on community college 

leadership, 22% in higher education with other emphasis, only 2% in K-12 administration 

and 8% in other educational field (see Table 4.5). 

Table 4.5 

Educational Background 

N = 117 

Variable             Percent 

Community College Leaders Degrees (participants checked all that apply) 

Bachelor's 41 

Master's 55 

Ph.D. 37 

Ed.D. 32 

Other 9 

Major Field of Study in Highest Degree Earned 

Higher Education with Emphasis on Community College Leadership 28 

Higher Education with other Emphasis 22 

K-12 Administration 2 
Other Educational 
Field 8 

Other Field of Study 46 

                

 

 Research and publications. Of the 113 participants who responded to the 

question of how many articles they have published in a professional/trade journal within 

the past five years, 71% indicated that they haven’t published any article,  only 6% 

responded they published one article, 11% two articles, 4% three articles, 2% four articles 

and  6%  more than four articles. Of the 110 leaders who responded to the question about 
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how many chapters, monographs or books they have published within the past five years, 

approximately five out of every six responded that they haven’t published any, 9% have 

published one, 5% two, 3% three, and 1% only have published more than three (see Table 

4.6). 

Table 4.6 

Research and Publications 

N = 117 

Variable         Percent 

Articles Published in Past Five Years in a Professional/Trade Journal 

One to Two 17 

Three to Four 6 

Five or More 6 

Did not Publish in Past Five Years 71 

Chapters, Monographs or Books Published in Past Five Years 

One to Two 14 

Three 3 

More than Three 1 

Did not Publish in Past Five Years 82 
            

  

 When participants were asked what they wish had done differently to prepare for 

community college leadership knowing what they know now, the most common themes 

that emerged were: nothing different (15.4%), career pathways (15.4%), professional 

development (8.5%), and teaching (6%). Table 4.7 shows interesting responses. 
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Table 4.7 

Wish had done differently to prepare for community college leadership, knowing what you know now 

Theme Responses 

Nothing Different  "Would have done things the same essentially." 

  
Career Pathways "Wish I had taken more initiative in seeking out a presidency - rather 

than feeling the need to gain experience at every level leading to the 
presidency. The extended trip probably took away some of the energy 
and enthusiasm that I could have devoted to a presidency." 

  
Professional Development "I wished that I would have participated in more leadership training 

programs presented by national educational organizations such as 
AACC." 

  
Teaching "I wish I would have had the opportunity to teach even on a limited basis 

so that I would be better able to identify with faculty." 
 
 

  
 

One of the main concerns is whether community colleges have a succession planning 

in place as a means of being prepared for a potential shortage in leadership. The data 

show that when Texas community college leaders (n = 117) were asked whether their 

colleges have a succession planning in place a large number of participants (59) indicated 

their colleges do not have a succession planning in place, approximately 16 participants 

did not respond, and 3 responded either n/a, unknown, or uncertain.  

 According to the participants, the top three reasons for becoming a president 

were: to make a difference (69%), for personal satisfaction (61%) and because of the 

professional challenge (56%). Thus, making a difference was perceived for the 

participants as the most important reason for becoming a president. Table 4.8 presents the 

results. 
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Table 4.8 

Reasons for Becoming a Community College President 

N = 117 

Variables         Percent 

Salary/Compensation 

Extremely Important 12 

Important 43 

Neutral 21 

Not Important 12 

N/A 12 

Personal Satisfaction 

Extremely Important 61 

Important 24 

Neutral 3 

Not Important 2 

N/A 11 

Professional Challenge 

Extremely Important 56 

Important 25 

Neutral 5 

Not Important 3 

N/A 11 

To Make a Difference 

Extremely Important 69 

Important 16 

Neutral 4 

Not Important 1 

N/A 11 

Mentor's 

Encouragement 

Extremely Important 9 

Important 31 

Neutral 33 

Not Important 9 

N/A 19 
            

 

  

 

 



59 

 

 

 

Faculty, staff, and public relations – Issues and challenges. 

 Serving on external boards. Findings show that a high percentage (92%) of the 

participants have served on other boards of non-profit organizations. This was followed 

by 28% of the participants who indicated they have served on a college/university board, 

and lastly 17% responded that they have served on a corporate board. 

 Meeting with constituents. Current Texas community college leaders in the 

survey sample indicated that in meeting with constituents, they meet the most with other 

college staff. There was very little difference between meeting with constituents such as 

other college staff and cabinet level administrators (46% versus 45%), where 

preponderance respondents indicated meeting with each 5 or more times a week. Slightly 

less than one half of the respondents (46%) indicated that they meet once or less per week 

with faculty. Approximately two out of every three (68%) indicated they meet once or 

less per week with college board members. Slightly more than one half of the 

respondents (51%) indicated they meet with students once or less per week. 

Approximately two out of every three (68%) of the respondents indicated they meet once 

or less per week with local, state or national elected officials. Approximately 52% of the 

participants indicated that they meet once or less per week with business/industry 

officials. Approximately 42% of the participants indicated that they meet two to five 

times per week with other educational officials.  

 Challenging issues. When Texas community college participants in the survey 

sample were asked to rate the level of challenge of key issues leaders that face, 31% 

indicated fundraising as extremely challenging. This was followed by legislative 

advocacy issues with 29% and board relations with 14%. Table 4.9 depicts the results. 
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Table 4.9 

Faculty Staff and Public Relations 

N = 117 

Variable   Percent   

Serve on External Boards 

Corporate 17 

College or University 28 

Other Nonprofit Organizations 92 

Once or Less 2 - 5 Times 5+ Times 

Per Week Per Week Per Week 

Meeting with Constituents  

Cabinet Level Administrators 20 35 45 

Faculty 46 35 14 

Other College Staff 23 31 46 

Students 51 26 14 

College Board Members 68 14 5 

Other Community College Presidents 56 24 3 

Other Education Officials 42 42 15 

Business/Industry Officials 52 31 16 

Local, State or National Elected Officials 68 19 2 

        

 

Table 4.9 (Continued) 

Faculty Staff and Public Relations 

N = 117 

Variable   Percent   

Extremely Challenging Not  

Challenging Challenging 

Challenging Issues as a Community College Leader 

Faculty Relations 12 62 25 

Board Relations 16 42 30 

Enrollment 14 54 30 

Fundraising 31 42 11 

Legislative Advocacy 29 46 13 

Community Involvement 4 52 44 

Economic and Workforce Development 11 60 24 

Diversity 15 52 31 
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  In sum, the first research question indicates that women and minorities are 

increasingly entering the pathway to presidency; however, the number is still low. In 

addition, trends are changing with respect to the background from which leaders come to 

presidency, from the traditional academic backgrounds to central administration. These 

leaders identified that in today’s changing times, when allocated revenues are not 

enough; fundraising is a key challenge that needs to be addressed in leaders’ preparation.  

 

Second Research Question: To what extent were these current community college 

chancellors, vice-chancellors, presidents and vice-presidents prepared based on the 

AACC six competencies when they assumed senior administration leadership 

position?  

 Overall, the majority of the participants perceived themselves prepared or well-

prepared in the AACC’s six competencies for Community College Leaders. Of the few 

areas the Texas current community college participants perceived they were not prepared, 

these areas were most likely under the organizational strategy and resource management 

competencies.   

 Organizational strategy. Overall, approximately seven out of every eight leaders 

in the survey sample indicated that they were prepared or well-prepared in the AACC 

sub-competencies listed under the organizational strategy domain. Findings show that of 

the 117 Texas community college leaders in the survey sample, approximately 90 percent 

indicated that they were prepared or well-prepared in assessing, developing, 

implementing, and evaluating strategies regularly to monitor and improve the quality of 

education and the long-term health of the organization. 99 percent responded they were 
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prepared or well-prepared in using data-driven evidence and proven practices from 

internal and external stakeholders to solve problems, make decisions, and plan 

strategically. And 82 percent indicated they were prepared or well-prepared in using 

systems perspective to assess and respond to the culture of the organization, to changing 

demographics, and to the economic, political, and public health needs of students and the 

community. (see Table 4.10).  

 Resource management. Overall, approximately six out of every seven leaders in 

the survey sample indicated that they were prepared or well-prepared in the AACC sub-

competencies listed under the resource management domain. Approximately six out of 

every seven (86%) leaders in the sample responded that they were prepared or well-

prepared in ensuring accountability in reporting. 84 percent indicated they were prepared 

or well-prepared in supporting operational decisions by managing information resources 

and ensuring the integrity and integration of reporting systems and databases. And 89 

percent responded that they were prepared or well-prepared in developing and managing 

resource assessment, planning, budgeting, acquisition, and allocation processes consistent 

with the college master plan and local, state, and national polices. However, 

approximately 14% of the participants indicated that they were not prepared in ensuring 

accountability in reporting, 19% indicated they were not prepared in supporting 

operational decisions by managing information resources and ensuring the integrity and 

integration of reporting systems and databases, and 10% were not prepared in developing 

and managing resource assessment, planning, budgeting, acquisition, and allocation 

processes consistent with the college master plan and local, state, and national polices.  
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Table 4.10 

AACC Competencies for Community College Leaders - 

Perception of Preparation for First Presidency 

N = 117 

Variable             Percent 

Prepared/  

Well-Prepared 

Organizational Strategy 

Assess, develop, implement, and evaluate strategies regularly  90 

to monitor and improve the quality of education and the  

long-term health of the organization. 

Use data-driven evidence and proven practices from internal  89 

and external stakeholders to solve problems, make decisions,  

and plan strategically. 

Use systems perspective to assess and respond to the culture  82 

of the organization; to changing demographics; and to  

the economic, political, and public health needs of students  

and the community. 

Resource Management 

Ensure accountability in reporting. 86 

Support operational decisions by managing information  84 

resources and ensuring the integrity and integration of  

reporting systems and databases. 

Develop and manage resource assessment, planning, budgeting,  89 

acquisition, and allocation processes consistent with  

the college master plan and local, state, and national polices. 

                

 

 Communication. Communication was rated as the most important among the 

AACC’s competencies for Community College Leaders (see Figure 4.3). Responses from 

the leaders in the survey sample indicated that 96% were prepared or well-prepared in 
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articulating and championing shared mission, vision, and values to internal and external 

audiences, appropriately matching message to audience, 91%  responded that they were 

prepared or well-prepared in conveying ideas and information succinctly, frequently, and 

inclusively through media and verbal and nonverbal means to the board and other 

constituencies and stakeholders, and 99% indicated that they were prepared or well-

prepared in listening actively to understand, comprehend, analyze, engage, and act. 

 

Figure 4.3 Ranking of AACC Six Competencies 

 

Figure 4.3. The Texas community college participants (N = 117) rated communication as 

the most important among the AACC six competencies for community college leaders. 

The participants rated collaboration as the least important. 

  

 Collaboration. Overall, most of the leaders in the survey sample indicated that 

they were prepared or well-prepared in the AACC sub-competencies listed under the 

collaboration domain. Of the 117 Texas community college leaders who were surveyed 

98% indicated that they were prepared or well-prepared in embracing and employing the 

diversity of individuals, cultures, values, ideas, and communication styles. 
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Approximately 95% responded that they were prepared or well-prepared in managing 

conflict and change by building and maintaining productive relationships. And 91% 

indicated that they were prepared or well-prepared in catalyzing the involvement and 

commitment of students, faculty, staff, and community members to work for the common 

good.  

Table 4.10 (Continued) 

AACC Competencies for Community College Leaders - 

Perception of Preparation for First Presidency  

N = 117 

Variable             Percent 

Communication 

Articulate and champion shared mission, vision, and values  96 

to internal and external audiences, appropriately matching 

 message to audience. 

Convey ideas and information succinctly, frequently, and  91 

inclusively through media and verbal and nonverbal means to  

the board and other constituencies and stakeholders. 

Listen actively to understand, comprehend, analyze, engage,  89 

and act. 

Collaboration 

Embrace and employ the diversity of individuals, cultures,  98 

values, ideas, and communication styles. 

Manage conflict and change by building and maintaining  95 

productive relationships. 

Catalyze involvement and commitment of students, faculty,  91 

staff, and community members to work for the common good. 

                

 

 Community college advocacy. Overall, most of the leaders in the survey sample 

indicated that they were prepared or well-prepared in the AACC sub-competencies listed 
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under the community college advocacy domain.  In this competency all responses were 

above 90%.  Approximately 92% of the participants indicated that they were prepared or 

well-prepared in promoting equity, open access, teaching, learning, and innovation as 

primary goals for the college, seeking to understand how these change over time and 

facilitating discussion with all stakeholders.  90 percent responded they were prepared or 

well-prepared in representing the community college in the local community, in the 

broader educational community, at various levels of government, and as a model of 

higher education that can be replicated in international settings. And 96% indicated they 

were prepared or well-prepared in valuing and promoting diversity, inclusion, equity, and 

academic excellence.  

 Professionalism.  Overall, the majority of the participants in the survey sample 

indicated that they were prepared or well-prepared in the AACC sub-competencies listed 

under the professionalism domain. All the participants (100%) indicated they were 

prepared or well-prepared in promoting and maintaining high standards for personal and 

organizational integrity, honesty, and respect for people. Slightly less than 90% of the 

leaders responded that they were prepared or well-prepared in contributing to the 

profession through professional development programs, professional organizational 

leadership, and research/publication and  95% indicated that they were prepared or well-

prepared in self-assessing performance regularly using feedback, reflection, goal-setting, 

and evaluation. 
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Table 4.10 
(Continued) 

AACC Competencies for Community College Leaders - 

Perception of Preparation for First Presidency  

N = 117 

Variable             Percent 

Community College Advocacy 

Promote equity, open access, teaching, learning, and innovation  92 

as primary goals for the college, seeking to understand how  

these change over time and facilitating discussion  

with all stakeholders. 

Represent the community college in the local community, in  90 

the broader educational community, at various levels of  

government, and as a model of higher education that can  

be replicated in international settings. 

Value and promote diversity, inclusion, equity, and  96 

academic excellence. 

Professionalism 

Promote and maintain high standards for personal and  100 

organizational integrity, honesty, and respect for people. 

Contribute to the profession through professional development  89 

programs, professional organizational leadership, and  

research/publication. 

Self-assess performance regularly using feedback, reflection,  95 

goal-setting, and evaluation. 
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Third Research Question: To what extent does leadership preparation through 

leadership doctoral programs, in-house leadership trainings, or outside leadership 

educational programs predict how chancellors, vice-chancellors, presidents and 

vice-presidents perceive their level of satisfaction with their preparation when they 

assumed senior administration leadership position?  

 

 Overall ratings of preparation for first presidency and job satisfaction in 

current position. Table 4.11 depicts the findings of how, overall, Texas community 

college leaders felt well-prepared for their first presidency. About 70% of the 117 

participants answered this question. Approximately 36% felt that they were very well 

prepared, slightly less than one half of the respondents (48%) perceived that, overall, they 

were moderately well prepared, only 9% felt that they were somewhat prepared, and 

lastly approximately 7% perceived that they were unprepared. Therefore, overall, these 

leaders perceived they were prepared for their first presidency. In terms of job 

satisfaction of the 117 Texas community college leaders two out of every three (67%) 

indicated that they were very satisfied with their job, slightly more than one forth (26%) 

responded that they were somewhat satisfied with their job, the remaining (7%) indicated 

that they were either somewhat dissatisfied, very dissatisfied or other. Thus, most of the 

respondents perceived they were satisfied with their current job. 
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Table 4.11 

       Overall Ratings of Preparation for First Presidency and Job Satisfaction in Current 

Position 

Variable             Percent 

Overall Ratings of Preparation for First Presidency (N = 81) 

Very Well Prepared 36 

Moderately Well Prepared 48 

Somewhat Prepared 9 

Unprepared 7 

Satisfaction in Current Position (N = 117) 

Very Satisfied 67 

Somewhat Satisfied 26 

Somewhat dissatisfied 4 

Very Dissatisfied 2 

Other 1 

                

 

 Respondent’s turnover perception. When asked about how they perceived 

themselves serving in their current position for a long term (three years and beyond), 

slightly more than one half (51%) of the Texas current community college participants in 

the survey sample responded strongly agree, nearly one third (32%) of the participants 

responded agree, 2% stated neutral, 10% responded disagree, and 5% stated strongly 

disagree (see Table 4.12). 
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Table 4.12 

Community College Leadership Preparation - Turnover 

N = 117 

Variable           Percent 

Perception of serving in current position for a long term  

Strongly Agree 51 

Agree 32 

Neutral 2 

Disagree 10 

Strongly Disagree 5 

              

  

 Grow Your Own Leadership (GYOL) Programs. Texas community college 

leaders    

(n = 111) participating in the survey were split in their opinions when asked if they 

participated in any formalized leadership preparation programs (e.g., The League for 

Innovation in Community Colleges, AACC, state programs, etc.) outside of their 

graduate program and prior to their first presidency.  Slightly more than half (52%) 

responded yes whereas 48% responded no. Of the ones who responded yes they were 

asked to provide a list of the formal leadership preparation programs they have 

participated in. The most attended formal leadership programs provided by the 

participants (64) were the AACC leadership programs and League for Innovation. 

Participants (116) in the survey sample were asked if they have participated in a “grow 

your own leadership” (GYOL) program in their preparation for their presidency.  A high 

percentage (86%) responded no. Only 14% responded yes. Table 4.13 presents the 

results. 
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 One of the questions from the leadership preparation section of the survey that 

was asked of the participants was if their community colleges have participated in a 

“grow your own leadership” (GYOL) program. Texas community college leaders (n = 

66) participating in the survey were split in their opinions. Half of the participants 

responded yes and the other half responded no.  Of those participants who responded 

their community colleges have participated in a GYOL program, they indicated that the 

target participants are: Mid-level academic managers (department chairs) 86%, follow by 

75% Mid-level managers or directors, 61% faculty,  and lastly 47% Top administration 

(vice presidents and deans).  Table 4.13 presents the results. 

Table 4.13 

Grow Your Own Leadership  (GYOL) Programs 

Variable             Percent 

Participated in a "grow your own leadership" (GYOL) program (N = 116)  

Yes 14 

No 86 

Current Community College Participates in GYOL Programs (N = 66) 

Yes 50 

No 50 

Targeted GYOL Participants On my Present Campus (N = 97) 

Top Administration (vice-presidents and deans) 47 

Mid-Level Academic Managers (department chairs) 86 

Mid-Level Managers or Directors 75 

Faculty 61 

                

 

 

 Mentor-protégé relationships. Of the 116 Texas community college leaders 

surveyed, 64 percent responded they did not participate in a mentor-protégé relationship 
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as a protégé while 36 percent responded they had participated. When asked during what 

period Texas community college leaders participated in a mentor-protégé relationship, 

34% responded that their experiences occurred during the first five years of their career, 

45% during their second years of their career, 13% during their undergraduate studies, 

30% during their graduate studies and 40% responded Other.  The respondents (n = 46), 

approximately 39% of the total sample, were asked to state whether their mentor-protégé 

relationship was formal or informal. Approximately four out of five (80%) responded that 

their mentor-protégé relationship was informal. One out of five (20%) indicated that their 

mentor-protégé relationship was formal. Of 46 Texas community college leaders in the 

survey sample 64% indicated they developed their mentor-protégé relationship during 

community college employment, 6% during graduate program, 17% during both settings, 

and 13% indicated somewhere else (see Table 4.14). 

 51 participants indicated the number of mentors they had encountered by gender.  

Approximately 16 percent indicated having one female mentor, 3% responded having 

two female mentors, 4% responded having three female mentors, 1% indicated having six 

female mentors and nearly 9 % indicated not having female mentors. In terms of male 

mentors, approximately 14% indicated having one male mentor, 15% stated having two 

male mentors, 9% stated having three male mentors, and 2% having four male mentors, 

1% having five and 3% indicated not having male mentors. Texas community college 

participants were asked whether they have mentored or they are currently mentoring a 

potential community college leader, a high percentage (73%) responded they are 

informally mentoring a potential community college leader, 27 have formally mentored 
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and eight percent have not mentored or are not currently mentoring a potential 

community college leader.   

Table 4.14 

Community College Leadership Preparation - Mentor-Protégé Relationships 

Variable                 Percent 

Participated in a Mentor-Protégé Relationship as a protégé (N = 114) 

Yes 36 

No 64 

Periods in Career Participating in Mentor-Protégé Relationship (N = 76) 

During undergraduate studies 13 

During graduate studies 30 

During first 5 years of career 34 

During second 5 years of career 45 

Other  40 

Mentor-Protégé Experience - Formal or Informal (N = 46) 

Formal 20 

Informal 80 

Setting of Mentor-Protégé Experience (N = 47) 

During graduate program 6 

During Community College Employment 64 

Both 17 

Somewhere else 13 

Number of Mentors by Gender (N = 51) 

None One Two Three 
More than 
three 

Female Mentors 9 16 3 4 1 

Male Mentors 3 14 15 9 3 

Participating in Mentor-Protégé Relationship as a Mentor (N = 64) 

Yes, informally mentoring 73 

Yes, formally mentoring 27 

No 8 
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 The next section presents the results of an Exploratory Factor Analysis conducted 

with the objectives of  examining interrelationships among the variables within the 

survey, and determining whether the observed correlations can be explained by the 

existence of a smaller number of factors as a means to explore the data for possible data 

reduction.   

 

 Psychometrics of AACC competencies for community college leaders. The 

purpose of the EFA was dual in nature: 1) to determine how the AACC six sub-

competencies loaded under the AACC’s six competencies domains as a means of 

examining interrelationships among these variables; and 2) to be used to explore the data 

for possible data reduction for subsequent inferential analyses. A measure of internal 

consistency, Cronbach’s alpha (α) was used to determine the analyses’ reliability.  

 The original instrument3 conducted an exploratory factor analysis (EFA) on 45 

survey items using principal component and varimax rotation methods from the sample 

of 415 survey respondents. The findings indicated that there were no factors extracted. 

Similar factors emerged when EFA was conducted on 18 survey items of the modified 

instrument for this study using principle component extraction and varimax rotation 

methods from the sample of 117 survey participants. Each of the 18 survey items loaded 

with the factor to which they were originally designed to associate with one of the AACC 

six domains: resource management, organizational strategy, communications, 

collaboration, community college advocacy, and professionalism.  For the purpose of this 

study, a cutoff of 0.55 was used. The analyses’ reliability through Cronbach’s alpha 

resulted with the lowest α of 0.612 (see Table 4.15). 
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Table 4.15 

AACC Competencies for Community College 

Leaders - 

Factor Analysis Results 

N = 117 

Variable             Factor Loading 

Organizational Strategy 

(α = .751) 
Assess, develop, implement, and evaluate strategies 
regularly  0.718 

to monitor and improve the quality of education and the  

long-term health of the organization. 

Use data-driven evidence and proven practices from internal  0.65 
and external stakeholders to solve problems, make 
decisions,  

and plan strategically. 

Use systems perspective to assess and respond to the culture  0.701 

of the organization; to changing demographics; and to  

the economic, political, and public health needs of students  

and the community. 

Resource Management 

(α = .783) 

Ensure accountability in reporting. 0.771 

Support operational decisions by managing information  0.656 

resources and ensuring the integrity and integration of  

reporting systems and databases. 

Develop and manage resource assessment, planning, 
budgeting,  0.803 
acquisition, and allocation processes consistent 
with  

the college master plan and local, state, and national polices. 
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Table 4.15 (Continued) 

AACC Competencies for Community College Leaders - 

Factor Analysis Results 

N = 117 

Variable           Factor Loading 

Communication 

(α = .702) 

Articulate and champion shared mission, vision, and values  0.834 

to internal and external audiences, appropriately matching 

 message to audience. 

Convey ideas and information succinctly, frequently, and  0.733 

inclusively through media and verbal and nonverbal means to  
the board and other constituencies and 
stakeholders. 

Listen actively to understand, comprehend, analyze, engage,  0.572 

and act. 

Collaboration 

(α = .746) 

Embrace and employ the diversity of individuals, cultures,  0.808 
values, ideas, and communication 
styles. 

Manage conflict and change by building and maintaining  0.661 

productive relationships. 

Catalyze involvement and commitment of students, faculty,  0.537 

staff, and community members to work for the common good. 
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Table 4.15 (Continued) 

AACC Competencies for Community College Leaders - 

Factor Analysis Results 

N = 117 

Variable           Factor Loading 

Community College Advocacy 

(α = .612) 

Promote equity, open access, teaching, learning, and innovation  0.644 

as primary goals for the college, seeking to understand how  

these change over time and facilitating discussion  

with all stakeholders. 

Represent the community college in the local community, in  0.769 

the broader educational community, at various levels of  

government, and as a model of higher education that can  

be replicated in international settings. 

Value and promote diversity, inclusion, equity, and  0.696 

academic excellence. 

Professionalism 

(α = .728) 

Promote and maintain high standards for personal and  0.51 

organizational integrity, honesty, and respect for people. 

Contribute to the profession through professional development  0.829 
programs, professional organizational leadership, 
and  

research/publication. 

Self-assess performance regularly using feedback, reflection,  0.788 

goal-setting, and evaluation. 

              

 

 

 In sum, the analyses’ reliability through Cronbach’s alpha resulted with the α 

above 0.7 except for community college advocacy which resulted the lowest α of 0.612. 

These findings may indicate a weak reliability. The next section presents the multiple 



78 

 

 

 

regression analysis conducted to predict Texas current community college leaders’ 

overall perception of their level of satisfaction with their preparation.  

 

Regression analysis. A multiple regression analysis was conducted to predict 

Texas current community college leaders’ overall perception of their level of satisfaction 

in relationship to their preparation in leadership doctorate programs, in-house (GYOL) 

training, and outside formalized leadership educational programs when they assumed a 

senior administration leadership position; as well as their self-rating on how well 

prepared they were coming into senior leadership. The predictor variables were entered in 

three steps as follows: 

Step 1. Variables associated with leadership preparation outside of formal 

education (i.e., formalized leadership programs, GYOL training, mentor-protégé 

relationships). 

 Step 2. Addition of formal educational programs (i.e., highest degree earned) into 

the regression equation.  

Step 3. Addition of the AACC eighteen sub-competencies to Model 1 and Model 

2 into the regression equation.  

R2 (called the coefficient of determination) indicates the proportion of variance in 

the dependent variable (overall satisfaction with their preparation) that can be explained 

by variation with the independent variables (e.g., formalized leadership programs, GYOL 

training, mentor-protégé relationships, formal educational programs, and the AACC sub-

competencies). The standardized regression coefficients (Betas – β) show the direct 

comparison of the relative strengths of relationships between variables.  
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 It was found that multiple regression results did not identify any relationship 

between variations in leadership preparation when they assumed senior administration 

leadership position and how participants perceive their overall preparation. The 

regression equation was not significant (F(2, 29) = 2.280, p > .05). Neither leadership 

doctorate programs, in-house (GYOL) programs, nor outside formalized leadership 

programs nor their self-rating on how well prepared they were coming into senior 

leadership is a significant predictor of their overall perception of their level of satisfaction 

with their preparation.  

 Leaders’ satisfaction for preparation and leaders’ satisfaction for their current job 

were measured by calculating chi-square. The significant chi-square for preparation 

suggests that the majority (75.2%) are less than very satisfied.  Yet the significant chi-

square for their current job was found that the majority (66.7%) are very satisfied. Table 

4.16 depicts the results.   
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Table 4.16  

 Leaders’ Satisfaction for Preparation and Leaders’ Satisfaction for Their Current Job – 

Chi-Square 

 

Satisfaction with Leaders' Preparation 

  
Observed N Expected N Residual 

LESS THAN VERY 
SATISFIED 

88 58.5 29.5 

VERY SATISFIED 29 58.5 -29.5 

Total 117     

Satisfaction with Leaders' Current Jobs 

  
Observed N Expected N Residual 

LESS THAN VERY 
SATISFIED 

39 58.5 -19.5 

VERY SATISFIED 78 58.5 19.5 

Total 117     

Test Statistics 

  Satisfaction with Leaders' Preparation Satisfaction with Leaders' Current Jobs 

Chi-Square 29.752a 13.000a 

df 1 1 

Asymp. Sig. .000 .000 

a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 58.5. 

 

Chapter 5 discusses a summary of the major findings and their relationship with 

the relevant literature.  
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CHAPTER FIVE 

Conclusions and Recommendations 

 

 The previous chapters in this study presented the problem, reviewed the relevant 

literature, described the steps by which the research would be addressed, and presented 

the findings. This chapter presents a summary of the major findings and their relationship 

with the relevant literature. It concludes with limitations of the study, overall significance 

of the study, recommendations, and areas for further research.  

Summary of Results 

 

This study sought to explore current Texas community college chancellors, vice-

chancellors, presidents, and vice-presidents succession planning, leadership programs, 

and educational leadership preparation, and to identify key constructs critical to their 

preparation and effectiveness as community college leaders based on the AACC six 

competencies for leaders. It addressed three research questions.  

The first and second research questions were addressed by conducting descriptive 

statistics as a means to explore personal and professional information, career pathways, 

educational background, leadership preparation, effectiveness, turnover, and perception 

of the participants’ satisfaction of their preparation based on the six AACC competencies 

for community college leaders. The third research question (about leadership preparation 

through formal programs) was addressed by conducting Exploratory Factor Analysis 

(EFA) and multiple regression analysis. The findings of each of these research questions 

are briefly discussed below.  
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First Research Question: What are personal and professional characteristics of 

current Texas community college chancellors, vice-chancellors, presidents and vice-

presidents? 

The first research question described the demographic characteristics of current 

Texas community college chancellors, vice-chancellors, presidents and vice-presidents. 

Each of those characteristics is discussed, in turn, below, in the context of the relevant 

literature.   

Number of presidencies. 

 Slightly over fifty percent of the participants (57%) responded they have not held 

presidencies which is not surprising given that the majority of the study participants were 

vice-presidents. Approximately 29% of the participants have held only one presidency.  

The rest of the participants responded as having held presidency twice (7%), three times 

(3%), four times (2%) and more than five times (2%). Similar results shown in a study 

conducted by Weisman and Vaughan (2007) reported that 33% of the presidents 

responded that they had held two or more presidencies, with 7% holding three 

presidencies and 3% holding four or more presidencies.  

Gender. 

 Approximately 60 % of the Texas community college leaders in the survey 

sample were male and 40 % female. Of the 36 Texas community college presidents who 

responded to the survey, 61% were male, 36% were female, and 3% did not indicate 

gender. Of the 53 Texas community college vice-presidents surveyed, approximately 

62% were male and 38% were female. These figures from both senior administrators’ 
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groups are not unexpected since it has been the national norm that the males are 

overrepresented relative to females. The key question is if the number of current 

community college female senior administrators has increased. Weisman and Vaughan 

(2007) conducted three surveys in 1991, 2001, and the most recent in 2006. They 

indicated that from 11% in 1991 to 28% in 2001 and from 2001 to 2006 only 1% increase 

resulting in 29% of female community college presidents. Even as the number of female 

community college senior administrators continues to grow nationally (Vaughn, 2007), 

this increase is not currently strong.  Such research suggests that careful attention may 

need to be paid in targeting the development of female leaders in leadership programs, 

and emphasis should be given on ways to motivate and encourage women to embark on 

the pathway to presidency.   

Ethnicity. 

 In particular, among the Texas community college presidents in the survey sample 

approximately 81% were White/Caucasian, 8% were Black/African American, and 11% 

were Hispanic. These figures are not surprising since the majority of community college 

senior administrators are still White/Caucasian males (Ross & Green, 2000). According 

to Shults (2001), “minorities in the presidency rose from 9 percent in 1986 to 12 percent 

in 1998. From 1995 to 1998, 34 percent of presidents hired were female and 16 percent 

were minority, increases that demonstrate a commitment to diversity in community 

college leadership” (p. 3). Duree (2007) reported slightly less than a decade later in 

another nationwide study that the racial/ethnic composition of community college 

presidents had shifted to 80.7% White/Caucasian, 8.2% Black/African –American, 5.8% 

Hispanic/Latino, 2.2% Native American, and 1.9% Asian/Pacific Islander. These figures, 
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while encouraging in some respects, continue to indicate a weak increase in minority 

presidents, and suggest that though Shults (2001) had found increase in female and 

minority leaders to “demonstrate a commitment to diversity in community college 

leadership” (p. 3), there is still a need to focus on ethnic/racial   minorities in community 

college leadership preparation programs. 

 Career pathway of community college leaders. With respect to the last job 

prior to the participants’ current job, the majority of the participants (64%) responded as 

having held positions as central office administrators, 17% held positions as academic 

administrators, 8% as student affair administrators, 7% in economic development, and 

none of the participants indicated that they held a position as K-12 administrators. These 

findings indicate a different breakdown from a nationwide study conducted by Weisman 

and Vaughan (2007). Their study shows that the most traditional pathway to the 

presidency is through the academic pipeline. They emphasized that this result has been 

consistent since 1984.  Their most recent study in 2006 indicates that 55% of the 

participants were in academic positions. However in this study conducted with Texas 

community college senior administrators, the findings indicate that most of the 

participants have held positions as central office administrators. These findings may 

suggest that the career pathway to community college presidency is changing toward a 

nontraditional central office administration pipeline. It may also be, in part, an artifact of 

the sample, the majority of which were vice-presidents.  

 Riggs (2009) recognized how critical it is to address the potential shortage in 

community college leadership. He emphasized that Chief Instructional Officers (CIOs) 

are likely to retire at the same rate as their supervisors (most likely presidents), and that 
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CIOs and presidents from other colleges have traditionally filled presidency vacancies. 

He further stated that “With the two pools of applicants that have historically filled most 

of the vacant president positions shrinking, and the number of president vacancies on the 

rise, community colleges will have an increasingly difficult time finding well qualified 

candidates to fill their executive leadership positions” (para. 4). The American Council 

on Education (2008) reported in a recent study that less full-time faculty are hired and the 

ones who are hired are older than the faculty they replaced. As such, these results and the 

findings from this study tend to conclude that the traditional academic pipeline may not 

be the norm in the future for presidency, since the applicants for presidency positions are 

not likely to be the traditional ones (i.e. CIOs, deans).  

 Current issues and challenges faced by community college leaders. 

 When Texas community college participants in the survey sample were asked to 

rate the level of the challenges  that leaders face, fundraising (31%), legislative advocacy 

(29%), and board relations with (14%) were the top three rated as extremely challenging. 

Similar results from a recent study show that fundraising and legislative advocacy were 

rated as the most challenging issues (Duree, 2007). Vaughan (1986) remarked that the 

current president’s role is no longer seen as the “institution’s educational leader” 

emphasizing further that his/her role is thought of as “academic leadership” (p. 56).  He 

exemplified his argument with a board member stating, “‘I would like to think that 

academics are the president’s most important concern, but realistically they are not. He 

must spend too much time with people outside of the college such as politicians, 

community leaders, managers of businesses, in getting dollars, and in projecting the 

image of the college’ to be an effective academic leader” (p. 56). The trustee further 
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emphasized that it is critical that community college presidents in their current role 

educate external constituents.  

 Roueche and Jones (2005) in their book, The Entrepreneurial Community 

College, remarked that entrepreneurial college leaders no longer rely on allocations from 

the traditional state revenues. Rather, according to their findings, entrepreneurial 

activities including fundraisings can improve programs and services that may contribute 

to the long-term health of the organization.  They concluded that “[t]he community 

college began with the vision of entrepreneurial leaders. It was shaped and formed 

through the creativity and innovation of its leaders to meet the unique challenges of the 

1960’s generation and beyond” (p. 142). Thus, the findings of this study, in line with 

prior research, reinforce fundraising as one of the essential activities current and future 

leaders should be prepared in order to effectively address today’s challenges.  

 In sum, the findings from the first question support current literature in several 

ways. In particular, though women and ethnic minorities are increasingly entering 

leadership positions, the number is still low and needs attention.  The study also supports 

the literature that in today’s changing times, when allocated revenues are not enough, 

fundraising is a key challenge that needs to be addressed in leaders’ preparation. 

However, in contrast to the literature, it is also clear that trends are changing with respect 

to the background from which leaders come to presidency, from academic backgrounds 

to administrative ones. These leaders with (mostly) administrative backgrounds are 

entering higher administrative positions such as presidencies, often with a motivation to 

making a difference at their colleges.  
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Second Research Question: To what extent were these current community college 

chancellors, vice-chancellors, presidents and vice-presidents prepared based on the 

AACC six competencies when they assumed senior administration leadership 

position?  

 

 Overall, the majority of the participants perceived themselves prepared or well-

prepared in the AACC’s six competencies for Community College Leaders. The few 

areas the Texas current community college participants perceived they were not prepared 

were under the organizational strategy and resource management competencies.  A 

summary and discussion of the key findings are presented below.  

Organizational strategy. 

 Overall, approximately seven out of eight leaders in the survey sample indicated 

that they were prepared or well-prepared in the AACC sub-competencies listed under the 

organizational strategy domain. Approximately 90% indicated that they were prepared or 

well-prepared in assessing, developing, implementing, and evaluating strategies regularly 

to monitor and improve the quality of education and the long-term health of the 

organization. 89% responded they were prepared or well-prepared in using data-driven 

evidence and proven practices from internal and external stakeholders to solve problems, 

make decisions, and plan strategically. And 82% indicated they were prepared or well-

prepared in using systems perspective to assess and respond to the culture of the 

organization; to changing demographics; and to the economic, political, and public health 

needs of students and the community.  
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 However, results from previous studies have shown that participants tend to 

perceive themselves to be least prepared in this competency. Duree (2007), for example, 

indicated that community college presidents did not rate themselves prepared or well-

prepared in maintaining and growing college personnel, fiscal resources and assets, or 

using a systems perspective to assess and respond to the needs of the communities. It is 

critical that community college decision-makers pay attention to these findings as 

concerns that need to be addressed and included in the curriculum of various leadership 

programs (e.g., formal degree, in-house (GYOL), institute). 

Resource management. 

 Overall, approximately six out of every seven leaders in the survey sample 

indicated that they were prepared or well-prepared in the AACC sub-competencies listed 

under the resource management domain. However, approximately 14% of the participants 

indicated that they were not prepared in ensuring accountability in reporting, 19% 

indicated they were not prepared in supporting operational decisions by managing 

information resources and ensuring the integrity and integration of reporting systems and 

databases, and 10% were not prepared in developing and managing resource assessment, 

planning, budgeting, acquisition, and allocation processes consistent with the college 

master plan and local, state, and national polices. Similar results from Duree’s (2007) 

study indicated that “there has been a shortfall in leadership preparation that adequately 

develops the competencies essential to effectively address funding related issues” (p. 

119). The findings of this study also align with the work of Reille (2009), which 

concluded that a strong emphasis on personnel issues, supervision, evaluation and 

budgeting should be addressed in order to enhance leaders’ preparation.  
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 Thus, the findings of this study, in line with the literature, indicate that there is 

still a concern with regard to the community college leaders’ preparation in 

accountability and budgeting. They further suggest the need to improve the curriculum in 

leadership programs and to incorporate best practices and more importantly to make 

mentors and professors aware of these needs at the local level.   

 Communication. 

Communication was rated as the most important among the AACC’s 

competencies for Community College Leaders. Duree (2007) found that most current 

community college leaders considered themselves “prepared” or “well-prepared” in this 

competency. Duree’s (2007) survey indicates that “approximately nine out of ten survey 

respondents rated themselves prepared or well-prepared to articulate and champion a 

shared mission, vision, and values to constituents” (p. 120). Findings show that this 

competency is one of the most important in the development of future community college 

leaders. Ms. President rated communication as the most important among all six 

competencies. She pointed out that leaders might have a large budget, know how to 

strategically organize their institutions, and be professionally astute, but if they do not 

know how to effectively convey their point of view to their students, their faculty, their 

staff, and the community, and do not listen to each group’s concerns, they cannot be 

strong and effective leaders (personal communication, September 26, 2009). 

 Responses from the Texas community college leaders in the survey sample 

indicated that 96% perceived themselves as prepared or well-prepared in articulating and 

championing shared mission, vision, and values to internal and external audiences, 

appropriately matching message to audience.  91%  responded that they were prepared or 
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well-prepared in conveying ideas and information succinctly, frequently, and inclusively 

through media and verbal and nonverbal means to the board and other constituencies and 

stakeholders. And 99% indicated that they were prepared or well-prepared in listening 

actively to understand, comprehend, analyze, engage, and act. These results indicate that 

these Texas current community college leaders perceive themselves as being able to 

communicate effectively with those around them by conveying ideas and information 

succinctly.  

 

Collaboration. 

 Overall, most of the leaders in the survey sample indicated that they were 

prepared or well-prepared in the AACC sub-competencies listed under the collaboration 

domain. Of the 117 Texas community college leaders who were surveyed 98% indicated 

that they were prepared or well-prepared in embracing and employing the diversity of 

individuals, cultures, values, ideas, and communication styles. 95% responded that they 

were prepared or well-prepared in managing conflict and change by building and 

maintaining productive relationships. And 91% indicated that they were prepared or well-

prepared in catalyzing involvement and commitment of students, faculty, staff, and 

community members to work for the common good. These high percentages indicate that 

these Texas current community college participants who perceived they are prepared or 

well-prepared are by the definition of the collaboration competency effective leaders who 

“[develop] and [maintain] responsive, cooperative, mutually beneficial, and ethical 

internal and external relationships that nurture diversity, promote the success of all 

students and sustain the community college mission” (AACC, 2005, p. 4).   



91 

 

 

 

 Developing quality partnerships is critical to the future of community colleges. 

Roueche, Taber and Roueche (1995) argued that “community college presidents and 

large city public school superintendents should develop a state-by-state plan for 

increasing competence of high school graduates. The development of tech prep and dual 

enrollment programs are only partially sufficient partnership models” (p. 339). Therefore, 

it is vital that community colleges be lead by administrators who are prepared or well-

prepared in not only beginning quality partnerships but also sustaining them for the long-

term health of the organization, for future leaders who may be able to successfully, 

effectively, and efficiently continue directing the organization, and ultimately for the 

success of 21st century students. The results of this study indicate that the great majority 

of these leaders perceive themselves as prepared in this competency.  

Community college advocacy. 

 Overall, most of the leaders in the survey sample indicated that they were 

prepared or well-prepared in the AACC sub-competencies listed under the community 

college advocacy domain.  In this competency all responses were above 90%.  92% of the 

participants indicated that they were prepared or well-prepared in promoting equity, open 

access, teaching, learning, and innovation as primary goals for the college, seeking to 

understand how these change over time and facilitating discussion with all stakeholders.  

90% responded they were prepared or well-prepared in representing the community 

college in the local community, in the broader educational community, at various levels 

of government, and as a model of higher education that can be replicated in international 

settings. And 96% indicated they were prepared or well-prepared in valuing and 

promoting diversity, inclusion, equity, and academic excellence. The results of their 
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preparation show that these leaders who perceived they are prepared or well-prepared 

advocate and embrace the mission of their organizations to the extent to which their 

mission has been accomplished.  

 The findings of this study also indicate that a high percentage of the participants 

perceived they value and promote diversity, inclusion, equity, and academic excellence.  

In this context, it could be inferred that the majority of the Texas community college 

senior administrators who participated in this study clearly advocate effectively for their 

community colleges. This study is aligned with Duree’s (2007) study that indicated that 

approximately 80% of current community college participants perceived they had been 

prepared or well-prepared in the community college advocacy.  

 

Professionalism. 

 Overall, the majority of the participants in the survey sample indicated that 

they were prepared or well-prepared in the AACC sub-competencies listed under the 

professionalism domain. All the participants (100%) indicated they were prepared or 

well-prepared in promoting and maintaining high standards for personal and 

organizational integrity, honesty, and respect for people. Slightly less than 90% of the 

leaders responded that they were prepared or well-prepared in contributing to the 

profession through professional development programs, professional organizational 

leadership, and research/publication and  95% indicated that they were prepared or well-

prepared in self-assessing performance regularly using feedback, reflection, goal-setting, 

and evaluation. Based on these results participants who perceived being prepared or well-

prepared in the professionalism competency clearly perceived themselves as effective 
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leaders who set high standards for self and others as well as contribute to the profession 

through professional development programs. Haney (2008) indicated that Illinois 

community college participants rated professionalism as important to the effectiveness of 

community college leaders. In addition, in another study, the current researcher 

conducted a focus group/interview to an in-house (GYOL) program at a community 

college. Of 11 students who composed the current cohort, 3 students participated in the 

focus group/interview.  Interestingly, all participants ranked professionalism as the most 

important competency. These results imply that this study is consistent with the review of 

literature. Thus, the areas under professionalism do not need, for the large part, 

improvement (personal communication, November 3, 2010). 

 In sum, although there are still areas for improvement under organizational 

strategy and resource management, for the most part the results of the second research 

question revealed that community college leaders are proficient in the other four 

competencies: communication, collaboration, community college advocacy, and 

professionalism.  

 

Third Research Question: To what extent does leadership preparation through 

leadership doctoral programs, in-house leadership trainings, or outside leadership 

educational programs predict how chancellors, vice-chancellors, presidents and 

vice-presidents perceive their level of satisfaction with their preparation when they 

assumed senior administration leadership position? 
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 The third research question discussed whether leadership preparation through 

leadership doctoral programs, in-house leadership training, or outside leadership 

educational programs, and/or AACC competencies self-rating is a predictor of their 

overall perception of their level of satisfaction with their preparation when they assumed 

senior administration leadership position.  

 Formal education program. The findings show that 55% of the participants have 

earned a master’s degree. There is a five percentage point difference between those who 

have earned doctorate a Ph. D. (37%) and an Ed. D. (32%). In addition, when the 

participants were asked what their major field was in their highest degree, 46% responded 

in other fields of study outside of higher education, 28% responded in higher education 

with emphasis on community college leadership, 22% in higher education with other 

emphasis. These results imply that most of the participants have earned a master’s degree 

and that the highest degree earned was in other fields of study outside of higher 

education,  while findings from another study indicate that most of the participants 

responded to have earned a doctorate. It is important to note that a high percentage of 

these participants (97%) were chancellors, vice-chancellors and presidents (Duree, 2007).    

 

Leadership preparation outside of formal education. 

 Grow Your Own Leadership (GYOL) programs. Texas community college 

leaders (n = 111) participating in the survey varied in their responses when they were 

asked if they participated in any formalized leadership preparation programs (e.g., The 

League for Innovation in Community Colleges, AACC, state programs, etc.) outside of 

their graduate program and prior to their first presidency.  Slightly more than half (52%) 
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responded yes whereas 48% responded no. The ones who responded yes were asked to 

provide a list of the formal leadership preparation programs in which they have 

participated. The most attended formal leadership programs by the participants (64) were 

the AACC leadership programs and League for Innovation. This finding is in line with 

Phelan’s 2005 study, in which he had indicated that there are a few organizations playing 

a vital role in supporting leadership development programs including the League for 

Innovation in the Community College, the AACC, and the National Chair Academy.  

Participants (n = 116) in the survey sample were asked if they have participated in 

a “grow your own leadership” (GYOL) program in their preparation for their presidency.  

Data collected for the survey show a high percentage (86%) responded no. Only 14% 

responded yes. These figures indicate that most of the Texas community college senior 

administrators surveyed have not participated in a GYOL program, despite Reille’s 2009 

finding that current leadership programs  (e.g., doctoral leadership, outside leadership 

training) are not as effective as in-house leadership programs because the former 

programs are not tailored to the college’s mission, culture and goals. In particular, she 

emphasized most doctoral programs focus on research and theory.  

Yet in-house leadership programs could be customized to the college’s needs. For 

example, these programs may offer a curriculum that discusses key issues such as 

finance, budget, fundraising and board relations (Reille, 2009). In addition, GYO 

programs open employees to further opportunities, including leadership promotions, gain 

leadership, management and collaboration skills, exposure within the field, job 

shadowing, grants and leadership projects involvement, and also enhance and improve 

their ability to solve difficult situations and gain confidence (Reille, 2009).  
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Overall GYOL programs provide many advantages for community colleges that 

offer these opportunities to their employees.  Furthermore, Duree’s study (2007) 

indicated that only 10% of current community college presidents participated in a GYOL 

program prior to their first presidency.   Based on the findings of this study coupled with 

the previous relevant research it is clear that the GYOL program concept is relatively 

new, yet community colleges are beginning to embrace this idea for many reasons, some 

of which are the rapid growth in community colleges’ enrollment concurrently with a 

declining economy urging to provide leadership promotions and job shadowing, but they 

are mainly accepting the GYOL idea in order to prepare and assist college or district 

employees to begin or continue the leadership pipeline within the organization (AACC, 

2005).   

 Mentor-protégé relationships. Key findings with regard to mentor-protégé 

relationships were that approximately 80% of the participants indicated that they had an 

informal mentor-protégé relationship during their careers. For instance, one of the 

participants wrote that “The community college I work for had an internal leadership 

development program and a mentor assignment was a component of the program.” Also, 

the majority of the participants responded as having more male mentors than female 

mentors. The reason may have to do with the fact that there are more male participants 

than female participants in the study.  

These findings are in line with current literature. According to Shults (2001), 

mentoring is an essential component for the development of future leaders. AACC 

reported that 57% of presidents surveyed indicated that a mentor had been either valuable 

or very valuable in assisting them in becoming a community college president. 
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Approximately 62% indicated that a mentor had been either valuable or very valuable in 

preparing them for the daily challenges and tasks of the presidency (Shults, 2001). Shults 

further reported that 76% of CEOs who have held the job for more than three years 

responded that they had served as formal mentor. In addition, another study show that 

55% of senior administrators in the six “presidency pipeline” positions indicated they 

were currently mentoring one or more people (Amey, VanDerLinden, & Brown, 2001). 

 Texas community college participants were also asked whether they have 

mentored or they are currently mentoring a potential community college leader. A high 

percentage (73%) responded they are informally mentoring a potential community 

college leader while 27% have formally mentored. Recent studies, partially in line with 

this study, show that 54% of the presidents indicated that they have a formal mentoring 

relationship with a potential future leader (Weisman & Vaughan, 2007). This finding is 

similar to the one conducted in 2001 with slightly less participation (50%).   

 Leaders’ satisfaction for preparation and leaders’ satisfaction for their current job 

were measured by calculating chi-square. The significant chi-square for preparation 

suggests that the majority are less than very satisfied.  Yet the significant chi-square for 

their current job was found that the majority are very satisfied. Thus, the results indicate 

that these leaders are more satisfied with their current job than with their preparation. 

Significance was found (χ2(1) = 29.75, p < .05) and (χ2 (1) = 13.00, p < .05).   

 In sum, with respect to the third research question, the multiple regression results 

did not identify any relationship between preparation from the above leadership programs 

when they assumed senior administration leadership position and how participants 

perceive their overall preparation. Thus, neither leadership doctorate programs, in-house 
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(GYOL) programs, nor outside formalized leadership programs nor their self-rating on 

how well prepared they were coming into senior leadership is a significant predictor of 

their overall perception of their level of satisfaction with their preparation. The results of 

the third research question were not statistically significant and suggest that the relation 

between these leadership programs and the participants’ self-rating on how well prepared 

they were coming into senior leadership is not immediately apparent. There are two key 

factors that may have influenced this outcome. The majority of the participants had not 

participated in GYOL programs, doctorate programs, and mentor-protégé relationships 

nor was their highest degree a doctoral degree. Thus, the overall findings with regard to 

leadership preparation may improve or enhance current community college senior 

leadership’s understanding of the challenges in this field as well as provide awareness of 

the importance of the level and types of preparation future presidents may need to acquire 

to begin the pathway to the presidency.  

Limitations of the Study 

 

 Several limitations frame this study’s findings. First, only current Texas 

community college senior administrators during 2010, participated in this study. Second, 

the survey instrument used an electronic survey format. Despite the dramatic increase of 

the use of the Internet for surveying individuals during the past decade, web surveying 

still faces challenges including respondents avoiding to respond to invitations from 

unrecognized sources, in particular when clicking links included in e-mails. Also, their 

system might have spam filters that may prevent them from receiving the survey 

(Dillman, Smyth, & Christian, 2009). For instance, for this survey, Zoomerang reported 
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approximately ten survey invitations as “soft bounced” and “hard bounced.” Thus, these 

potential participants did not receive the survey. 

 The analyses’ reliability through Cronbach’s alpha resulted with the lowest α of 

0.612. This may be an indication of a weak reliability. In addition, the dependent variable 

as a dichotomy would have had a significant effect. 

 The data received from the last two open-ended questions were inconsistent and 

unreliable. Therefore, the researcher made the conservative decision not to present them. 

  Lastly, since the participants rated their own preparation as community college 

leaders, their understanding may be considered biased, whereas third-party ratings might 

be considered more impartial. 

Future Research 

 

 A multi-state replication of this study should be used to examine community 

college leaders’ perceptions, effectiveness and preparation. Colleges across different 

locations may provide similarities and differences in age, gender, and ethnicity that may 

draw significant comparison and new insights. It would also be beneficial for greater 

results to have a sample of only vice presidents.   

Further research growing out of the findings of this study might include conducting 

an experiment to determine the effectiveness of a “new model” in leadership professional 

development curriculum in which the main focus should be to improve the quality of 

current and future community college leaders preparation. In such a study, it would be 

useful to identify the source of variation in the curriculum that is used in leadership 

programs as a means to effectively and successfully align it with the AACC six 
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competencies for community college leaders, and to test this “new model” to find out 

whether it is effective, consistent and measures what is intended to measure.  

Lastly, it is also important to note that this study suggests further research to moving 

from studying perceptions to studying behaviors as a next step.  

Implications of the Study for Practice  

 

 Duree (2007) noted that when fundraising was rated by the respondents as the 

most challenging issue faced by current leaders, he recommended that future leaders may 

be better prepared if they have a better understanding of methods that can effectively 

improve the organization’s finances. It is critical that community college decision-makers 

pay attention to these findings appearing as concerns that need to be addressed and 

included in the curriculum of various leadership programs (e.g., formal degree, in-house 

(GYOL), institute). Weisman and Vaughan (2007) indicated that community college 

presidents reported the professional development activities that were most influential in 

their attaining their current position were formal degree programs including community 

college or higher education leadership/administration programs.  

When asked about how they perceived themselves serving in their current 

position for a long term (three years and beyond), the majority (83%) of the participants 

in this study responded either strongly agree or agree in serving their current position for 

a long term. Their perception indicates they don’t have plans to retire in the near future.  

Despite these optimistic statewide findings this is a nationwide concern as several studies 

show a high percentage of community college leaders retiring in this decade, which 

demands urgency in addressing the issue of a potential shortage of community college 
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leaders (Duree, 2007; Shults, 2001; Weisman & Vaughan, 2007). Therefore, it is vital 

that current community college leaders continue to provide information that contributes 

to finding qualified senior administrators who are prepared whether through the 

traditional leadership academic pipeline, doctoral educational leadership programs, 

outside formalized leadership programs, grow your own leadership (GYOL) programs, 

and/or mentor-protégé relationships as a means to help reduce this critical gap in 

community college leadership.    

Conclusions 

 

This study has explored current Texas community college senior administrators’ 

professional and personal information, leadership preparation, and succession planning; 

and has also identified key constructs critical to their preparation and effectiveness as 

community college leaders based on the AACC six competencies for leaders.  

Potential leaders need to have empirical evidence of what effective leadership is 

about, what current leaders’ successes, challenges, leadership preparation, barriers, 

strengths, weaknesses, and career pathways are. They need to know these facts before 

they are willing to begin this challenging journey.  Ten years ago there was not much 

research available that discussed community college leadership especially about 

community college presidents’ role, skills, traits, and challenging issues. Happily, that 

gap is filling. Without understanding the role of an effective leader one cannot fully 

understand the leader’s organization.  

 Interestingly, results from this study indicate a new trend that may have to do with 

the number of students growing exponentially, thus, community colleges have had to 
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require central administration positions including vice chancellors, vice presidents, 

directors, and chief officers in the areas of academics, student services, and workforce. 

Due to economic, political and demographic reasons there have been significant changes 

in the twenty-first century such as increased enrollment and the implementation of 

advanced technology. Furthermore, a declining economy resulting in financial resources 

requiring accountability and market pressures require strong and well-prepared leaders. 

These individuals were hired because their expertise includes teaching, fundraising, 

budgeting, and leadership in order to help the needs for accountability requested. As a 

result, the pathway to the presidency that usually was through the traditional pipeline is 

changing toward a more business trend. As such, today’s presidents are leaders whose 

last job prior to their current position is from finance, economic development, and student 

affairs. 

The valuable and significant contribution from AACC and the collaborative effort of 

individuals who developed the six competencies provide a framework to guide 

community colleges to better prepare future leaders in becoming effective leaders. 

Findings from this study show that the majority of Texas community college senior 

administrators perceive themselves as prepared or well-prepared around these 

competencies when they assumed senior administration leadership position. These 

statistics are encouraging. It is vital that leaders and future leaders be prepared, based on 

the AACC six competencies, to improve or enhance their continued success, their 

colleges, and their surrounding communities; and ultimately to the continued success of 

community college students.   
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Footnotes  

 

 
  1In summer 2003, AACC created Leading Forward, a project funded by W. K. 

Kellogg Foundation, to   begin addressing the potential shortage of community college 

leaders. Through this initiative, research efforts were conducted including four national 

leadership summits. 

2The Chair Academy is a leadership program designed to provide leadership 

training to mid-level (chairs and deans) and above administrators. This leadership 

program was sponsored by the National Council for Staff, Professional and Organization 

Development, an affiliated council of the AACC. The Executive Leadership Institute 

(ELI) provides future community college presidents or those in transition the opportunity 

to enhance their leadership skills and to be involved in leadership discussions with a 

cadre of faculty of community college leaders.  ELI is sponsored by the League for 

Innovation in the Community College in cooperation with the University of Texas at 

Austin and AACC. The Future Leaders Institute (FLI) sponsored by the AACC, is a 

leadership seminar designed for mid-level community college administrators whose 

interests are to move into a higher level leadership pipeline.  

 3The original instrument conducted an exploratory factor analysis (EFA) on 45 

survey items using principal component and varimax rotation methods from the sample 

of 415 survey respondents. The findings indicated that there were no factors extracted. 

According to Duree (2007) “all factors were internally consistent and well-defined by the 

variables” (p. 93). 

 



110 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDICES 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



111 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

APPENDIX A 



112 

 

 

 

 

APPENDIX A 

 

Request for Waiver of Documentation of Consent 

 

Informed consent shall be documented by the use of a written consent form approved by 
the IRB and signed by the subject or the subject’s legally authorized representative.  (45 
CFR 46.117) 

 

Documentation of consent may be waived if either of the following conditions are true of 
the proposed research activity.  An explanation must be provided. 

 

_____ The only record linking the subject and the research would be the consent 
document and the principal risk would be potential harm resulting from a breach of 
confidentiality.  Each subject must be asked whether the subject wants documentation 
linking the subject with the research, and the subject’s wishes will govern; OR 

 

__X___ The research presents no more than minimal risk of harm to subjects AND 
involves no procedures for which written consent is normally required outside of the 
research context. 

 

Explanation:   

 

The study presents no more than minimal risk of harm to subjects who will be Texas 
community college presidents. 

 

NOTE:  A cover letter, with the appropriate elements of consent, must be included. 
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APPENDIX B 

University of Houston Consent to Participate in Research 

 
 

PROJECT TITLE: Developing Future Texas Community College Leaders 

You are being invited to participate in a research project conducted by Jackeline Gascon 

from the Educational Leadership – Higher Education and Cultural Studies Program at the 

University of Houston. This work is part of a dissertation under the supervision of Dr. 

Catherine Horn, Associate Professor at the Educational Psychology Department, College 

of Education.   

NON-PARTICIPATION STATEMENT 

Your participation is voluntary and you may refuse to participate or withdraw at any time 

without penalty or loss of benefits to which you are otherwise entitled. You may also 

refuse to answer any question.  

PURPOSE OF THE STUDY 

According to a survey conducted by AACC in 2001, participants’ responses revealed that 

45% of community college presidents would have retired by 2007 (Shults, 2001). 

Another study shows that a high percentage (79%) of community college presidents have 

plans to retire by 2012 (Weisman and Vaughan, 2002). This study, which will last one 

year, may improve or enhance current community college presidents’ and future 

presidents’ understanding of the challenges in this field as well as provide awareness of 

the importance of the level and types of preparation future presidents may need to acquire 

to begin the pathway to the presidency.   

PROCEDURES 

 

Participants and Sample 
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For this study the researcher will select all current Texas community college presidents, 

chancellors, vice-chancellors, and vice-presidents about two-hundred, as the participants. 

Others at different ranks will not be included. The researcher will retrieve the list of all 

Texas current community college presidents from the AACC list.  You will be asked to 

complete an electronic survey which will take about twenty-minutes to complete. No 

further participation is requested. The researcher has permission to use a modified 

version of the Iowa State University (ISU) survey conducted in 2007 and gives credit to 

the Office of Community College Policy and Research (OCCRP) at Iowa State 

University. The survey was endorsed by Dr. George Boggs, CEO of American 

Association of Community Colleges (AACC). 

 

Measures (Instrumentation) 

This electronic survey is composed of 60 items. These items are divided in eight sections 

as follows: 1) Contact information (email address); 2) leadership preparation (11 items); 

3) competencies for community college leaders (19 items); 4) professional and personal 

information (8 items); 5) career pathways (6 items); 6) educational background (2 items); 

7) faculty, staff, and public relations (5 items); and 8) research and publications (8 items). 

The researcher will use Zoomerang software, http://zoomerang.com/. 

CONFIDENTIALITY 

 

Your participation in this project will be kept confidential within legal limits, and your 

responses will be anonymous.  Your name will not be recorded on the survey.  

RISKS/DISCOMFORTS 

There are no known risks associated with participation in this research. 
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BENEFITS 

While you will not directly benefit from participation, your participation may help 

investigators better understand current community college presidents’ perceptions and 

insights on the preparation and effectiveness of community college leaders.   

 

PUBLICATION STATEMENT 

The results of this study may be published in professional and/or scientific journals.  It 

may also be used for educational purposes or for professional presentations.  However, 

no individual subject will be identified. 

If you have any questions, you may contact Jackeline Gascon at jgascon-

brewton@uh.edu or at 713-907-0451.  You may also contact Dr. Catherine Horn, faculty 

sponsor, at clhorn2@uh.edu or 713-743-5032.  

ANY QUESTIONS REGARDING YOUR RIGHTS AS A RESEARCH SUBJECT 
MAY BE ADDRESSED TO THE UNIVERSITY OF HOUSTON COMMITTEE FOR 
THE PROTECTION OF HUMAN SUBJECTS (713-743-9204).   
 
1. I understand that informed consent is required of all persons participating in this 

project. 
 

2. All procedures have been explained to me and all my questions have been answered 
to my satisfaction. 
 

3. Any risks and/or discomforts have been explained to me. 

4. Any benefits have been explained to me. 
 

5. I understand that, if I have any questions, I may contact Jackeline Gascon at jgascon-
brewton@uh.edu  or at 713-907-0451. I may also contact Dr. Catherine Horn, faculty 
sponsor, at 713-743-5032.  
 

6. I have been told that I may refuse to participate or to stop my participation in this 
project at any time before or during the project.  I may also refuse to answer any 
question. 
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7. ANY QUESTIONS REGARDING MY RIGHTS AS A RESEARCH SUBJECT 
MAY BE ADDRESSED TO THE UNIVERSITY OF HOUSTON COMMITTEE 
FOR THE PROTECTION OF HUMAN SUBJECTS (713-743-9204).  ALL 
RESEARCH PROJECTS THAT ARE CARRIED OUT BY INVESTIGATORS AT 
THE UNIVERSITY OF HOUSTON ARE GOVERNED BY REQUIREMENTS OF 
THE UNIVERSITY AND THE FEDERAL GOVERNMENT. 
 

8. All information that is obtained in connection with this project and that can be 
identified with me will remain confidential as far as possible within legal limits.  
Information gained from this study that can be identified with me may be released to 
no one other than the principal investigator and her faculty sponsor. The results may 
be published in scientific journals, professional publications, or educational 
presentations without identifying me by name. 

 

I HAVE READ THE CONTENTS OF THIS CONSENT FORM AND HAVE BEEN 

ENCOURAGED TO ASK QUESTIONS.  BY COMPLETING THE ELECTRONIC 

SURVEY I AM GIVING MY CONSENT AND ACCEPTING TO PARTICIPATE IN 

THIS STUDY.  



118 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX C 

 

 

 
  

 

 

 

 

 

 



119 

 

 

 

APPENDIX C 

 

Cooperation Letter 

 
To:  _____________________  
 
From: Jackeline Gascon-Brewton 
  University of Houston (UH) Doctoral Student 
Date:  _____________________ 
 
Re:  Cooperation Letter 
 

 
I am currently a doctoral student in the Educational Leadership – Higher 

Education and Cultural Studies Program at the University of Houston. I would like to 
respectfully request permission from ________________________ College to 
conduct a survey among current Texas community college chancellors, vice-
chancellors, presidents, and vice-presidents. This will be an electronic survey which 
will take about 15-20 minutes to complete.   

 
The purpose of the survey is to obtain their perceptions and insights on their 

preparation and effectiveness based on the American Association of Community 
College (AACC) six core competencies. This study may improve or enhance current 
community college leaders and future leaders’ understanding of the challenges in this 
field as well as provide awareness of the importance of the level and types of 
preparation future leaders may need to acquire to begin the pathway to the 
presidency.   

 
According to a survey conducted by AACC in 2001, participants’ responses 

revealed that 45% of community college presidents would have retired by 2007 
(Shults, 2001). Another study shows that a high percentage (79%) of community 
college presidents have plans to retire by 2012 (Weisman and Vaughan, 2002). This 
study may provide significant information that contributes to the research in 
addressing this potential shortage.  

 
If permission is granted, then, I would like to proceed by sending an electronic 

survey and attached consent letter to current Texas community college chancellors, 
vice-chancellors, presidents, and vice-presidents  seeking their approval to participate 
in the study.  The participants’ involvement will be completely voluntary and they 
may resign from the study at any point. The data will be held confidential. In 
addition, if permission is granted, I would like to request the list of these current 
community college leaders. 

 
Please let me know by replying this email whether __________________ College 

grants permission to conduct an electronic survey. Should you have questions about 
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the study and/or I need to submit any other information, I can be reached at 713-907-
0451 or via e-mail at jgascon-brewton@uh.edu. 
 

“This project has been reviewed by the University of Houston Committee for the 
Protection of Human Subjects (713) 743-9204.” 
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APPENDIX D 

Recruiting Letter 

 

 

 
Dear Community College Leader:  

I am currently a doctoral student in the Educational Leadership - Higher Education and 

Cultural Studies Program at the University of Houston. I would like to respectfully 

request your participation in a brief survey. The electronic survey will take about 20 

minutes to complete. Attached is a consent letter. 

I have permission to use a modified version of the Iowa State University (ISU) survey 

conducted in 2007 and give credit to the Office of Community College Policy and 

Research (OCCRP) at Iowa State University. The survey was endorsed by Dr. George 

Boggs, CEO of American Association of Community Colleges (AACC). 

Please click the link below to begin the survey. 

http://www.zoomerang.com/Survey/WEB22BEK9X8TBT 

 “This project has been reviewed by the University of Houston Committee for the 

Protection of Human Subjects (713) 743-9204.” 
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APPENDIX E 

Survey (modified from the original instrument) 

 

 

 

Developing Future Texas Community College Leaders Survey 

 

Created: November 01 2010, 6:20 PM 

Last Modified: December 12 2010, 2:51 PM 

Design Theme: Basic Blue 

Language: English 

Button Options: Labels 

Disable Browser “Back” Button: False 

 

 

Developing Future Texas Community College Leaders Survey 

 

Page 1 - Heading 

Developing Future Texas Community College Leaders: Demographics and Leadership Preparation Factors 
Survey. 

 

Page 1 - Heading 

Thank you for your willingness to participate in this survey. This is a very important survey and will take 
approximately 20 minutes. The data will be held confidential. Once the study is completed the researcher 
will have an executive summary available upon request. 
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Page 1 - Heading 

Click on the Submit button at the end of each section to proceed. You may have to scroll down to see the 
submit button on some screens. The survey consists of three pages. 

If you have any difficulties with this survey, please contact Jackeline Gascon-Brewton at jgascon-
brewton@uh.edu or 713-907-0451. 

 

Page 1 - Heading 

In each section, please provide the information or check the spaces as appropriate. All responses will be 
kept confidential. 

 

Page 1 - Heading 

Part I. Leadership Preparation. 

 

Page 1 - Question 1 - Rating Scale - One Answer (Horizontal) 

I see myself serving in my current position for a long term (three years and beyond). 

Strongly Agree A g r e e N e u t r a l D i s a g r e e Strongly Disagree 

     

 

Page 1 - Question 2 - Yes or No 

Outside of your graduate program and prior to your first presidency, did you participate in any formalized 
leadership preparation programs (e.g., The League for Innovation in Community Colleges, AACC, state 
programs, etc.)? If yes, please list these formal leadership preparation programs below. 

 

� Yes 

� No 

� Additional Comment 
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Page 1 - Question 3 - Yes or No 

Have you participated in a "grow your own leadership" (GYOL) program in your preparation for your 
presidency? 

 

� Yes 

� No 
 

Page 1 - Question 4 - Yes or No 

As you were developing leadership skills required of a community college leader, did you participate in a 
mentor-protege relationship as a protege? If no, please scroll to the bottom of the page and click on 
"Continue." (Go to Q14) 

 

� Yes 

� No 

� Additional Comment 
 

 

Page 1 - Question 5 - Choice - Multiple Answers (Bullets) 

When did you participate in a mentor-protégé relationship? (Check all that apply) 

 

� During undergraduate studies 

� During graduate studies 

� During first 5 years of career 

� During second 5 years of career 

� Other, please specify 
 

 

Page 1 - Question 6 - Choice - One Answer (Bullets) 

Was your mentor-protege relationship formal or informal? 

 

� Formal 

� Informal 
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Page 1 - Question 7 - Choice - One Answer (Bullets) 

Was your mentor-protégé relationship developed within the academic setting of a graduate program or 
within the professional setting of community college employment? 

 

� During graduate program 

� During Community College employment 

� Both 

� Somewhere else 
 

Page 1 - Question 8 - Open Ended - One or More Lines with Prompt 

Please indicate the number of mentors you have had by gender. 

� F e m a l e  m e n t o r
 

� M a l e  m e n t o r
 

 

Page 1 - Question 9 - Choice - Multiple Answers (Bullets) 

Have you or are you mentoring a potential community college leader? 

 

� Yes, informally mentoring 

� Yes, formally mentoring 

� No 
 

Page 1 - Question 10 - Yes or No 

Does your community college participate in a "grow your own leadership" (GYOL) program? If no, please 
scroll to the bottom of the page and click on "Continue." (Go to Q17) 

 

� Yes 

� No 
 

Page 1 - Question 11 - Choice - Multiple Answers (Bullets) 

If your community college sponsors or participates in a GYOL program, who are the targeted participants 
in the program? (Check all that apply): 

 

� Top administration (vice presidents and deans) 
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� Mid-level academic managers (department chairs) 

� Mid-level managers or directors 

� Faculty 
 

Page 1 - Heading 

Part II. Faculty, Staff, & Public Relations. 

 

Page 1 - Question 12 - Choice - Multiple Answers (Bullets) 

What types of external boards do you currently serve on? 

 

� Corporate 

� College or university 

� Other nonprofit organizations 
 

Page 1 - Question 13 - Rating Scale - Matrix 

In your role as a community college leader, on average, how often do you meet with or have discussions 
with each of the following? 

 
Once per week or less  2-5 times per week 5+ times per week N / A 

C a b i n e t  l e v e l  a d m i n i s t r a t o r s 
    

F a c u l t y 
    

O t h e r  c o l l e g e  s t a f f 
    

S t u d e n t s 
    

C o l l e g e  b o a r d  m e m b e r s  
    

Other community college presidents  
    

O t h e r  e d u c a t i o n  o f f i c i a l s 
    

B u s i n e s s / I n d u s t r y  o f f i c i a l s 
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Local, state or national elected officials 
    

 

Page 1 - Question 14 - Rating Scale - Matrix 

In your role as a community college leader, please rate the level of challenge each of the following issues 
present. 

 
Extremely Challenging Challenging Not Challenging N / A 

F a c u l t y  R e l a t i o n s 
    

B o a r d  R e l a t i o n s 
    

E n r o l l m e n t 
    

F u n d r a i s i n g 
    

L e g i s l a t i v e  A d v o c a c y 
    

C o m m u n i t y  I n v o l v e m e n t 
    

Economic & Workforce Development 
    

D i v e r s i t y 
    

 

Page 1 - Question 15 - Choice - Multiple Answers (Bullets) 

Select the top three constituent groups that present the greatest challenge to you as a senior administrator. 

 

� Administration 

� Staff 

� Community residents/leaders 

� Donors/benefactors/fundraising 

� Faculty 

� Governing Board 

� Legislators and Policy Makers 

� Media 

� Students 
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Page 1 - Question 16 - Choice - Multiple Answers (Bullets) 

Select the top three areas that have increased in their level of importance since you first became a senior 
administrator. 

 

� Academic issues 

� Accountability 

� Athletics 

� Budget/financial management 

� Crisis management 

� Diversity 

� Enrollment management 

� Entrepreneurship 

� Fundraising 

� Governing Board relations 

� Personnel issues 

� Public relations 

� Strategic planning 
 

Page 2 - Heading 

Part Ill.  AACC Competencies' Domains. The following questions address the six competencies' domains. 
For each item, please rate how well prepared you were coming into senior leadership. 

 

Page 2 - Heading 

Organizational Strategy. 

 

Page 2 - Question 17 - Choice - One Answer (Bullets) 

Assess, develop, implement, and evaluate strategies regularly to monitor and improve the quality of 
education and the long-term health of the organization. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 



131 

 

 

 

Page 2 - Question 18 - Choice - One Answer (Bullets) 

Use data-driven evidence and proven practices from internal and external stakeholders to solve problems, 
make decisions, and plan strategically. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 19 - Choice - One Answer (Bullets) 

Use systems perspective to assess and respond to the culture of the organization; to changing 
demographics; and to the economic, political, and public health needs of students and the community. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Heading 

Resource Management. 

 

Page 2 - Question 20 - Choice - One Answer (Bullets) 

Ensure accountability in reporting. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 21 - Choice - One Answer (Bullets) 

Support operational decisions by managing information resources and ensuring the integrity and integration 
of reporting systems and databases. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
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Page 2 - Question 22 - Choice - One Answer (Bullets) 

Develop and manage resource assessment, planning, budgeting, acquisition, and allocation processes 
consistent witht the college master plan and local, state, and national polices. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Heading 

Communication. 

 

Page 2 - Question 23 - Choice - One Answer (Bullets) 

Articulate and champion shared mission, vision, and values to internal and external audiences, 
appropriately matching message to audience. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 24 - Choice - One Answer (Bullets) 

Convey ideas and information succinctly, frequently, and inclusively through media and verbal and 
nonverbal means to the board and other constituencies and stakeholders. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 25 - Choice - One Answer (Bullets) 

Listen actively to understand, comprehend, analyze, engage, and act. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
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Page 2 - Heading 

Collaboration. 

 

Page 2 - Question 26 - Choice - One Answer (Bullets) 

Embrace and employ the diversity of individuals, cultures, values, ideas, and communication styles. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 27 - Choice - One Answer (Bullets) 

Manage conflict and change by building and maintaining productive relationships. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 28 - Choice - One Answer (Bullets) 

Catalyze involvement and commitment of students, faculty, staff, and community members to work for the 
common good. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Heading 

Community College Advocacy. 

 

Page 2 - Question 29 - Choice - One Answer (Bullets) 

Promote equity, open access, teaching, learning, and innovation as primary goals for the college, seeking to 
understand how these change over time and facilitating discussion with all stakeholders. 
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� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 30 - Choice - One Answer (Bullets) 

Represent the community college in the local community, in the broader educational community, at various 
levels of government, and as a model of higher education that can be replicated in international settings. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 31 - Choice - One Answer (Bullets) 

Value and promote diversity, inclusion, equity, and academic excellence. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Heading 

Professionalism. 

 

Page 2 - Question 32 - Choice - One Answer (Bullets) 

Promote and maintain high standards for personal and organizational integrity, honesty, and respect for 
people. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 33 - Choice - One Answer (Bullets) 

Contribute to the profession through professional development programs, professional organizational 
leadership, and research/publication. 
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� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 34 - Choice - One Answer (Bullets) 

Self-assess performance regularly using feedback, reflection, goal-setting, and evaluation. 

 

� Not Prepared 

� Prepared 

� Well Prepared 
 

Page 2 - Question 35 - Ranking Question 

Rank the following AACC competencies in order of importance (1 = the most important, 6 the least 
important) 

 
1 2 3 4 5 6 

O r g a n i z a t i o n a l  S t r a t e g y 
      

R e s o u r c e  M a n a g e m e n t 
      

C o m m u n i c a t i o n 
      

C o l l a b o r a t i o n 
      

Co mmuni ty  Co l lege  Ad vocacy 
      

P r o f e s s i o n a l i s m 
      

 

Page 2 - Heading 

Part IV. Your Professional and Personal Information. 

 

Page 2 - Question 36 - Choice - One Answer (Bullets) 

Current position/leadership title. 
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� Chancellor 

� Vice Chancellor 

� President 

� Vice President 

� Other, please specify 
 

 

Page 2 - Question 37 - Choice - One Answer (Bullets) 

Including your current position, how many community college presidencies have you held? 

 

� 0 

� 1 

� 2 

� 3 

� 4 

� More than 5 
 

Page 2 - Question 38 - Choice - One Answer (Bullets) 

Number of years in present position: 

 

� less than one year 

� 1-2 

� 3-5 

� 6-10 

� More than 10 
 

Page 2 - Question 39 - Choice - One Answer (Bullets) 

Total number of years as a college president: 

 

� 0 

� 1-2 

� 3-5 

� 6-10 

� More than 10 
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Page 3 - Question 40 - Open Ended - One Line 

Age at which you assumed your first college presidency: 

 

 

Page 3 - Question 41 - Choice - One Answer (Bullets) 

Age: 

 

� Under 35 

� 35-45 

� 46-55 

� 56-65 

� 66-75 

� Over 75 
 

Page 3 - Question 42 - Choice - One Answer (Bullets) 

Gender: 

 

� Male 

� Female 
 

Page 3 - Question 43 - Choice - One Answer (Bullets) 

Race/Ethnicity: 

 

� Black/African American 

� White/Caucasian 

� Hispanic/Latino 

� American Indian/Native American 

� Asian/Pacific Islander 

� Other, please specify 
 

 

Page 3 - Heading 

Part V. Career Pathways. 
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Page 3 - Question 44 - Open Ended - One Line 

What was your last job (position) prior to your current job? 

 

 

Page 3 - Question 45 - Yes or No 

Was this job in a community college setting? 

 

� Yes 

� No 
 

Page 3 - Question 46 - Open Ended - One or More Lines with Prompt 

How many years did you spend in each of the following career tracks prior to your current job? 

� Community College academic
 

� Other Community College position
 

� Other positions in education (outside of Community College
 

� Other positions outside of education
 

 

Page 3 - Question 47 - Choice - One Answer (Bullets) 

Have you ever taught in a community college? 

 

� Yes, Full-time 

� Yes, Part-time 

� Yes, Both Full-and Part-time 

� No 
 

Page 3 - Question 48 - Choice - One Answer (Bullets) 

Are you currently teaching in any of the following settings? 

 

� Community College 

� Other higher education 

� Not currently teaching 
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� Other, please specify 
 

 

Page 3 - Question 49 - Rating Scale - Matrix 

How important to you are the following reasons for becoming a president? 

 
Extremely Important Important N e u t r a l Not Important N / A 

S a l a r y / C o m p e n s a t i o n 
     

� A d d i t i o n a l  C o m m e n
     

P e r s o n a l  s a t i s f a c t i o n 
     

� A d d i t i o n a l  C o m m e n
     

P r o f e s s i o n a l  c h a l l e n g e 
     

� A d d i t i o n a l  C o m m e n
     

T o  m a k e  a  d i f f e r e n c e  
     

� A d d i t i o n a l  C o m m e n
     

M e n t o r ' s  e n c o u r a g e m e n t 
     

� A d d i t i o n a l  C o m m e n
     

O t h e r  r e a s o n s 
     

� A d d i t i o n a l  C o m m e n
     

 

Page 3 - Heading 

Part VI. Educational Background. 
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Page 3 - Question 50 - Choice - Multiple Answers (Bullets) 

What degrees have you earned? (Check all that apply) 

 

� Bachelor’s 

� Master’s 

� Ph. D. 

� Ed.D. 

� Other, please specify 
 

 

Page 3 - Question 51 - Choice - Multiple Answers (Bullets) 

What was your major field of study in your highest degree? 

 

� Higher education with emphasis on community college leadership 

� Higher education with other emphasis 

� K-12 administration 

� Other educational field 

� Other, please specify 
 

 

Page 3 - Heading 

Part VII. Research and Publications. 

 

Page 3 - Question 52 - Open Ended - One Line 

Within the past 5 years, how many articles have you published in a professional/trade journal? 

 

 

Page 3 - Question 53 - Open Ended - One Line 

Within the past 5 years, how many chapters, monographs or books have you published? 
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Page 3 - Question 54 - Choice - One Answer (Bullets) 

Overall, how well prepared did you feel for your first presidency? 

 

� Very well prepared 

� Moderately well prepared 

� Somewhat prepared 

� Unprepared 
 

Page 3 - Question 55 - Choice - One Answer (Bullets) 

How would you rate your current job satisfaction? 

 

� Very satisfied 

� Somewhat satisfied 

� Somewhat dissatisfied 

� Very dissatisfied 

� Other, please specify 
 

 

Page 3 - Question 56 - Open Ended - Comments Box 

What do you wish you had done differently to prepare for community college leadership, knowing what 
you know now? 

 

 

 

 

 

Page 3 - Question 57 - Open Ended - Comments Box 

Based on recent studies 79% of community college presidents have plans to retire by 2012 (Weisman and 
Vaughan, 2002). Does your college have a succession planning in place as a means of preparing for a 
potential shortage of community college leaders? If yes, what type of succession planning? 
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Page 3 - Question 58 - Open Ended - Comments Box 

What is the college current enrollment? 

 

 

 

 

 

Page 3 - Question 59 - Open Ended - Comments Box 

What is the college graduation rate by race/ethnicity? 

 

 

 

 

 

Page 3 - Heading 

Thank you for participating in this survey. 

 

 

Thank You Page 

Thank you for participating in this survey. 

 

Screen Out Page 

Standard 
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Over Quota Page 

Standard 

 

Survey Closed Page 

Standard 
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APPENDIX F 

 

The Original Community College Presidency: Demographics and Leadership 

Preparation Factors Survey* 

 

 
 

Your Professional and Personal Information 
 
1.  Current position/leadership title: 

� President 

� Chancellor 

� Vice Chancellor 

� Other 

If other, please explain below. 

 

 

 

2.  Including your current position, how many college president/chancellor/CEO positions have you held? 

� 1 

� 2 

� 3 

� 4 

� 5 or more 

 

 

3.  Number of years in your present position:   

� 1-2 

� 3-5 

Iowa State University 

Center for Survey Statistics & Methodology 

 

Thank you for your willingness to participate in this survey. 

 

• Please use the User name and Password that appear in the letter and/or e-mail that you received from 

Iowa State University to enter the survey. 

 

• Click on the Continue button at the end of each section to proceed.  You may have to scroll down to see 

the continue button on some screens. 

 

• Click on the Final Submit button at the end of the survey to submit your final answers. 

 

After beginning the survey, you may exit and complete the remaining items later if you like, but you must use your 

assigned survey user name and password each time to re-enter. 

 

Click on the Start button to start the survey.   
 Start 

 

____________________________________________________________________ 

 

If you have any difficulties with this form, please contact Allison Tyler, atyler@iastate.edu, 

phone (toll-free): (877) 578-8848. 
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� 6-10 

� More than 10 

 

 

4.  Total number of years as a college president/chancellor:  

� 1-2 

� 3-5 

� 6-10 

� More than 10 

 

 

5a.  Age at which you assumed your first college presidency:     

 

 

5b.  Current age:     

 

 

6.  Gender:  � Male 

� Female 

 

 

7.  Race/Ethnicity: 

� American Indian/Native American 

� Asian/Pacific Islander 

� Black/African American 

� Hispanic/Latino 

� White/Caucasian 

� Other 

 

8.  Current marital status: 

� Single 

� Married or living as married 

� Divorced/Separated 

� Widowed 

 

 

Your Career Pathways 

 

9a.  What was your last job (position) prior to your first presidency? 

 

 

 

 

9b.  Was this job in a community college setting? 

� Yes 

� No 

 

 

10.  How many years did you spend in each of the following career tracks prior to your first presidency?  

 

Number of 

Years 
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 Community College academics 

 Other Community College positions 

 Other positions in education (outside of Community College) 

 Other positions outside of education 

 

 

11.  Have you ever taught in a community college? 

� Yes, Full-time   

� Yes, Part-time   

� Yes, Both Full- and Part-time      

� No 

 

12.  Are you currently teaching in any of the following settings?  (Check all that apply) 

� Community College    

� Other higher education  

� Not currently teaching 

� Other  

If other, please explain below.   

 

 

 

 

13.  How important to you were the following reasons for becoming a president? 

 

 Not 

Important 
  

Very 

Important 

Salary/Compensation o o o o 

Personal satisfaction o o o o 

Professional challenge o o o o 

To make a difference o o o o 

Mentor’s encouragement o o o o 

Other reasons  o o o o 

 

If other reasons, please explain below.   

 

 

 

 

 

 

Your Educational Background 

 

14.  What degrees have you earned? (Check all that apply) 
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� Bachelor’s 

� Master’s 

� Ed. Specialist 

� Ph.D. 

� Ed.D. 

� J.D. 

� Other 

 

If other, please explain below. 

 

 

 

15.  What was your major field of study in your highest degree? 

� Higher education with emphasis on community college leadership 

� Higher education with other emphasis 

� K-12 administration 

� Other educational field 

� Other 

If other educational or non-educational field, please explain below. 

 

 

 

 

Leadership Preparation 

 

16.  Outside of your graduate program and prior to your first presidency, did you participate in any 

formalized leadership preparation programs (e.g. The League for Innovation in Community Colleges, 

AACC, state programs, etc.)? 

� Yes  

� No 

If yes, please list these formal leadership preparation programs below. 

 

 

 

 

17.  Have you participated in a “grow your own leadership” (GYOL) program in your preparation for your 

presidency? 

� Yes  

� No 

 

 

18.  How important were each of the following peer networks in assisting you in preparing for and 

assuming your first presidency? 

 Not 

Important 

  Very 

Important 

a. Graduate program cohort �  �  �  �  

b. Graduate program faculty  �  �  �  �  

c. Previous co-workers at community colleges  �  �  �  �  
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d. Social networks  �  �  �  �  

e. Business networks   �  �  �  �  

 

 

19a.  As you were developing leadership skills required of a community college leader, did you participate 

in a mentor-protégé relationship as a protégé? 

� Yes 

� No  �  If no, please scroll to the bottom of the page and click on “Continue.”  (Go to 

Q20a) 

 

 

19b.  When did you participate in a mentor-protégé relationship? (Check all that apply) 

� During undergraduate studies 

� During graduate studies 

� During first 5 years of career 

� During second 5 years of career 

� Other  

 

19c.  Was your mentor-protégé relationship formal or informal? 

� Formal 

� Informal 

 

19d.  Did you approach your mentor or did your mentor approach you to establish the mentor-protégé 

relationship? 

� Approached mentor 

� Was approached by mentor 

 

19e.  Was your mentor-protégé relationship developed within the academic setting of a graduate 

program or within the professional setting of community college employment? 

� During graduate program 

� During Community College employment 

� Both 

� Somewhere else 

 

19f.  Did you participate in more than one mentor-protégé relationship as a protégé? 

� Yes 

� No 

 

19g.  Please indicate the number of mentors you have had by gender. 

______Female mentors 

______Male mentors 

 

20a.  Have you or are you mentoring a potential community college leader? 

� Yes, informally mentoring 

� Yes, formally mentoring 

� No 

 

20b.  Please indicate the number of persons you have mentored by gender. 

______Females mentored 

______Males mentored 
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21.  After assuming your first presidency, did you participate in any formalized leadership preparation 

programs? 

� Yes  

� No 

If yes, please list these formal leadership preparation programs below.  

 

 

 

 

22a.  Does your community college participate in a “grow your own leadership” (GYOL) program? 

� Yes  

� No   �   If no, please scroll to the bottom of the page and click on “Continue.”   (Go to 

Q23) 

 

 

22b.  If your community college sponsors or participates in a GYOL program, who are the targeted 

participants in the program? (Check all that apply): 

� Top administration (vice presidents and deans) 

� Mid-level academic managers (department chairs) 

� Mid-level managers or directors 

� Faculty 

 

 

22c.  What is your personal involvement in the GYOL program? (Check all that apply): 

� Broad oversight 

� Primary decision maker 

� A presenter 

� No personal involvement 

 

 

 

Faculty, Staff, & Public Relations  

 

23.  How many of the following external boards do you currently serve on? 

____  Corporate 

____  College or university 

____  Other nonprofit organizations 

 

24.  In your role as a community college leader, on average, how often do you meet with or have 

discussions with each of the following? 

 Once per week 

or less 

2 - 5 times per 

week 

5+ times per 

week 

Cabinet level administrators �  �  �  

Faculty �  �  �  

Other college staff �  �  �  

Students �  �  �  

College board members �  �  �  
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Other community college presidents �  �  �  

Other education officials �  �  �  

Business/Industry officials �  �  �  

Local, state or national elected officials �  �  �  

 

 

25.  In your role as a community college leader, please rate the level of challenge each of the following 

issues present. 

 
Not Challenging   

Very 

Challenging 

Faculty Relations �  �  �  �  

Board relations �  �  �  �  

Enrollment �  �  �  �  

Fundraising �  �  �  �  

Legislative Advocacy �  �  �  �  

Community Involvement �  �  �  �  

Economic & workforce 

development 

�  �  �  �  

Diversity �  �  �  �  

 

 

26.  Select the top three constituent groups that present the greatest challenge to you as president. 

� Administration and staff 

� Community residents/leaders 

� Donors/benefactors/fundraising 

� Faculty 

� Governing board 

� Legislators and policy makers 

� Media 

� Students 

 

 

27.  Select the top three areas that have increased in their level of importance since you first became a 

college president. 

� Academic issues  

� Accountability 

� Athletics 

� Budget/financial management 

� Crisis management 

� Diversity 

� Enrollment management 
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� Entrepreneurship 

� Fund raising 

� Governing board relations 

� Personnel issues  

� Public relations 

� Strategic planning 

 

28.  Do you consider yourself a transformational leader? 

� Yes 

� No 

� Unsure 

 

29.  Do those who work with you consider you a transformational leader? 

� Yes 

� No 

� Unsure 

 

 

 

Research and Publications 

 

30a.  Within the past 5 years, how many book reviews have you published in a professional/trade journal? 

 Book reviews published 

 

 

30b.  Within the past 5 years, how many articles have you published in a professional/trade journal? 

 

 Articles published 

 

 

30c.  Within the past 5 years, how many monographs or books have you published? 

 

 Monographs or books published 

 

 

30d.  Within the past 5 years, how many chapters have you contributed to a published book? 

 

Chapters contributed 

 

 

Competencies for Community College Leaders 

 

The next questions address six competency domains for community college leaders that have been 

developed and endorsed by the American Association of Community Colleges (AACC).   For each 

component listed, please rate how well prepared you were coming into your first presidency as well as 

how important each competency is to community college leadership. 

 

 

31.  Organizational Strategy 

Not Prepared Well 

Prepared 
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Not Important Very 

Important 

 

Develop, implement, and evaluate strategies to 

improve the quality of education at your 

institution. 

     

Preparation o o o o 

Importance o o o o 

Use data-driven decision making practices to plan 

strategically. 

     

Preparation o o o o 

Importance o o o o 

Use a systems perspective to assess and respond 

to the needs of students and the community. 

     

Preparation o o o o 

Importance o o o o 

Develop a positive environment that supports 

innovation, teamwork, and successful outcomes. 

     

Preparation o o o o 

Importance o o o o 

Maintain and grow college personnel, fiscal 

resources and assets. 

     

Preparation o o o o 

Importance o o o o 

Align organizational mission, structures, and 

resources with the college master plan. 

     

Preparation o o o o 

Importance o o o o 
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32.  Resource Management 

Not Prepared Well Prepared 

    

Not Important Very Important 

 

Ensure accountability in reporting. 

     

Preparation o o o o 

Importance o o o o 

Support operational decisions by managing 

information resources. 

     

Preparation o o o o 

Importance o o o o 

Develop and manage resources consistent with the 

college master plan. 

     

Preparation o o o o 

Importance o o o o 

Take an entrepreneurial stance in seeking ethical 

alternative funding sources. 

     

Preparation o o o o 

Importance o o o o 

Implement financial strategies to support programs, 

services, staff, and facilities. 

     

Preparation o o o o 

Importance o o o o 

Implement a human resources system that fosters the 

professional development and advancement of all 

staff. 

     

Preparation o o o o 

Importance o o o o 

Employ organizational, time management, planning, 

and delegation skills. 

     

Preparation o o o o 

Importance o o o o 

Manage conflict and change in ways that contribute to 

the long-term viability of the organization. 

     

Preparation o o o o 
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Importance o o o o 

 

 

33.  Communication 

Not Prepared Well Prepared 

    

Not Important Very Important 

 

Articulate and champion shared mission, vision, 

and values to internal and external audiences. 

     

Preparation o o o o 

Importance o o o o 

Disseminate and support policies and strategies. 

     

Preparation o o o o 

Importance o o o o 

Create and maintain open communication 

regarding resources, priorities, and expectations. 

     

Preparation o o o o 

Importance o o o o 

Effectively convey ideas and information to all 

constituents. 

     

Preparation o o o o 

Importance o o o o 

Listen actively to understand, analyze, engage, 

and act. 

     

Preparation o o o o 

Importance o o o o 

Project confidence and respond responsibly and 

tactfully. 

     

Preparation o o o o 

Importance o o o o 

 



156 

 

 

 

34.  Collaboration 

Not Prepared Well Prepared 

1 2 3 4 

Not Important Very Important 

 

Embrace and employ the diversity of individuals, 

cultures, values, ideas, and communication 

styles. 

     

Preparation o o o o 

Importance o o o o 

Demonstrate cultural competence in a global 

society. 

     

Preparation o o o o 

Importance o o o o 

Involve students, faculty, staff, and community 

members to work for the common good. 

     

Preparation o o o o 

Importance o o o o 

Establish networks and partnerships to advance 

the mission of the community college. 

     

Preparation o o o o 

Importance o o o o 

Work effectively and diplomatically with 

legislators, board members, business leaders, 

accreditation organizations, and others. 

     

Preparation o o o o 

Importance o o o o 

Manage conflict and change by building and 

maintaining productive relationships. 

     

Preparation o o o o 

Importance o o o o 

Develop, enhance, and sustain teamwork and 

cooperation. 

     

Preparation o o o o 

Importance o o o o 

Facilitate shared problem solving and decision-

making. 

     

Preparation o o o o 

Importance o o o o 
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35.  Community College Advocacy 

Not Prepared Well 

Prepared 

    

Not Important Very 

Important 

 

Value and promote diversity, inclusion, equity, 

and academic excellence. 

     

Preparation o o o o 

Importance o o o o 

Demonstrate commitment to the mission of 

community colleges and student success 

through the scholarship of teaching and 

learning. 

     

Preparation o o o o 

Importance o o o o 

Promote equity, open access, teaching, 

learning, and innovation as primary goals for 

the college. 

     

Preparation o o o o 

Importance o o o o 

Advocate the community college mission to all 

constituents and empower them to do the 

same. 

     

Preparation o o o o 

Importance o o o o 

Advance lifelong learning and support a 

learning-centered environment. 

     

Preparation o o o o 

Importance o o o o 

Represent the community college in a variety 

of settings as a model of higher education. 

     

Preparation o o o o 

Importance o o o o 
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36.  Professionalism 

Not Prepared Well Prepared 

    

Not Important Very Important 

 

Demonstrate transformational leadership. 

     

Preparation o o o o 

Importance o o o o 

Demonstrate an understanding of the history, 

philosophy, and culture of the community college. 

     

Preparation o o o o 

Importance o o o o 

Regularly self assess one’s own performance using 

feedback, reflection, goal setting, and evaluation. 

     

Preparation o o o o 

Importance o o o o 

Support lifelong learning for self and others. 

     

Preparation o o o o 

Importance o o o o 

Manage stress through self-care, balance, 

adaptability, flexibility, and humor. 

     

Preparation o o o o 

Importance o o o o 

Demonstrate the courage to take risks, make 

difficult decisions, and accept responsibility. 

     

Preparation o o o o 

Importance o o o o 

Understand the impact of perceptions, world 

views, and emotions on self and others. 

     

Preparation o o o o 

Importance o o o o 

Promote and maintain high standards for personal 

and organizational integrity, honesty, and respect 

for people. 

     

Preparation o o o o 

Importance o o o o 
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Use influence and power wisely in facilitating the 

teaching-learning process and the exchange of 

knowledge. 

     

Preparation o o o o 

Importance o o o o 

Weigh short-term and long-term goals in decision-

making. 

     

Preparation o o o o 

Importance o o o o 

Contribute to the profession through professional 

development programs, professional organizational 

leadership, and research/publications. 

     

Preparation o o o o 

Importance o o o o 

 

 

 

37.  Overall, how well prepared did you feel for your first presidency? 

� Very well prepared  

� Moderately well prepared  

� Somewhat prepared  

� Unprepared 

 

 

38.  How would you rate your current job satisfaction?  

� Very satisfied  

� Somewhat satisfied 

� Somewhat dissatisfied  

� Very dissatisfied 

 

 

39.  Please list the three community college presidents from within your state that you consider the best 

examples of outstanding/leading community college presidents.  All information provided will be 

kept completely confidential. 

 

Leader A:   _______________________  Institution:   _________________________________ 

 

Leader B:  ________________________ Institution:   _________________________________ 

 

Leader C:  ________________________  Institution:  _________________________________ 

 

 

40.  What do you wish you had done differently to prepare for community college leadership, knowing 

what you know now?  

 

 

 

 

 

THANK YOU VERY MUCH FOR YOUR PARTICIPATION.  YOUR RESPONSES HAVE BEEN RECORDED. 
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APPENDIX G 

AACC Competencies for Community College Leaders -  

Perceptions of Preparation for First Presidency   

N = 415    

Variable Description Scale Highest 
Percent 

Organizational 
Strategy 

Develop a positive environment that 
supports innovation, teamwork, and 
successful outcomes. 

Prepared/Well-
Prepared 

90.4 

Resource 
Management 

Manage conflict and change in ways that 
contribute to the long-term viability of 
the organization. 

Prepared/Well-
Prepared 

83.6 

Communication Create and maintain open 
communication regarding resources, 
priorities, and expectations. 

Prepared/Well-
Prepared 

89.6 

Collaboration Develop, enhance, and sustain teamwork 
and cooperation 

Prepared/Well-
Prepared 

87.0 

Community 
College 
Advocacy 

Promote equity, open access, teaching, 
learning, and innovation as primary 
goals for the college. 

Prepared/Well-
Prepared 

85.5 

Professionalism Promote and maintain high standards for 
personal and organizational integrity, 
honesty, and respect for people. 

Prepared/Well-
Prepared 

87.2 

        

Source: Adapted from Table 4.11, “Dissertation Abstracts International, 68, 191,” by C. 

A. Duree, 2007, The challenges of the community college presidency in the new 

millennium: Pathways, preparation, competencies, and leadership programs needed to 

survive, p. 85.   
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