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TRANSITIONS: STUDENTS

Increase in student ethnic diversity

Increase in under-prepared students

Increase in students with disabilities (learning,
physical, emotional)

Increase in students whose first language is
not English

Increase in traditionally aged students
Increase in returning veterans



TRANSITIONS: FACULTY

Increase in retirements

Increase in those coming straight from
graduate schools

Increase in younger faculty

Decrease in institutional memory
Increase in adjunct faculty—also more
unionization



TRANSITIONS:

ADMINISTRATION/STAFF

Increase in retirements

Decrease in state support

Increase in calls to become more
“entrepreneuri al
business and industry)

Increase in calls for accountability and
critiques of regional accreditation
Increase in Board challenges



ISSUES FACING COMMUNITY

COLLEGES

Broadened context for higher education

=Sustaitnability, or “The
Educati on”

= Globalization

= Financial Aid

= Transfer Education
Increased interest by others

= Gates Foundation
= Obama Administration
» Local, State, and National Media



PLAN FOR TODAY

How do we own, lead, and propel
organizations in this type of

transition?
How do we effect.i

these organizations?
How do we cultivate leadership
throughout the organization?



MOORE’S DEFINITION OF

LEADERSHIP

The manner and approach of providing direction, implementing plans, and
motivating people.

Leadership Style in a Shared Governance Environment needs to be
democratic (participative)- working together to solve issues.

This style involves the leader including one or more employees in the
decision making process (determining what to do and how to do it).
However, the leader maintains the final decision making authority. Using
this style is not a sign of weakness, rather it is a sign of strength that your
employees will respect.

This is normally used when you have part of the information, and your
employees have other parts. It is imperative to employ knowledgeabied
skillfuemployees. Using this style is of mutual benefit -- it allows them to
become part of the team and allows you to make better decisions.



DIFFERENT STRATEGIES FOR

EFFECTIVE LEADERSHIP

Using an authoritarian style on a new employee who is just learning the
job.The leader is competent and a good coach.The employee is motivated
to learn a new skill. The situation is a new environment for the employee.

Using a participative style with a team of workers who know their job.
The leader knows the problem, but does not have all the information.The
employees know their jobs and want to become part of the team.

Using a delegative style with a worker who knows more about the job
than you.You cannot do everything! The employee needs to take
ownership of her job.Also, the situation might call for you to be at other
places, doing other things.

Using all three:Telling your employees that a procedure is not working
correctly and a new one must be established (authoritarian).Asking for
their ideas and input on creating a new procedure (participative).
Delegating tasks in order to implement the new procedure (delegative).



MOORE’'S STRATEGIES

Communication is Key
= Qutreach to the Campus as a whole
= Qutreach to Campus Leadership

= Plan Monthly and weekly meetings with key
constituencies



MOORE’'S STRATEGIES

Advocate Your Vision

Walking Tour (get out of your office and carry
your message)

Weekly meetings with Senior Staff

Be Clear in level of Expectations

Do not Assume they know what you mean
Walk the Walk and Talk the Talk (Show Them)
Outreach to your Board and the Community
Do Meet-n-Greets with Everyone



MOORE’'S STRATEGIES

Articulating Leadership Agenda

= Presidential Priorities (The Main Goal for
Everyone/Serving Our Students)

= Empowerment
= ClearVision and Strategic Goals

= Always Rise Above the BS and Kill them with
Kindness (Don't sweat the small stuff)



MOORE’'S STRATEGIES

Campus Culture

Know where you work and the Community in
which the Institution Sits.

Strategic Plan for Campus Priorities
Diversity is a Strength to any Institution so
Embrace yours and the community it serves
"It's Not About You, It's About the Students”
Leading While Female



POLLARD’S CONCEPTUAL FRAMEWORKS:

HEROIC LEADERSHIP AND ABUNDANCE

Heroic Leadersh{pooy):
Four Pillars of Success

= Self-awareness:

Key ditferences then |
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understood their
strengths, weaknesses,
values, and worldview

leading all the time, well or
poorly.

Leadership springs from

= Ingenuity: confidently x EOEEI 8 ) O0Q /
innovated and adapted to as much as what | do.
embrace a changing world Leadership is not an act. I is
* Love: engaged others with my life, a way of living.
a positive, loving attitude | never complete the task of
= Heroism: energized AAAT T ET C A 1]|A¢

themselves and others
through heroic ambitions

ongoing process.




POLLARD’S STRATEGIES

Learning Culture

= Listening Tours

= Learning Network

=“ A Wal k I n Your Shoes’

Articulating Leadership Agenda
= Presidential Priorities

= Vision, Mission, and Strategic Goals
= Strategic Plan Development



POLLARD’'S STRATEGIES

Communicating the Vision
= Monthly Town Meeting

= MonthlyVideo Message
Monthly Board Report
Website and Questions
Presidential Advisory Council
Quarterly Newsletter

Recognize Leadership and Vision By-In
= “What ' s Going On Right at LPC
= CCN Courage, Conviction, and Compassion Award

= Delegation of leadership and motivating by modeling and owning
mistakes

Articulate and Advocate aVision for the Institution
= Strategic Horizons Network and Abundance Network



DEFINITION OF ABUNDANCE

Beyond having substantial financial resources,
abundance is an organizational state
marked by exceptional performance and
vitality reached only through intentional

and transcendent leveraging of tangible (i.e.
staff, money, technology, facilities), intangible
(i.e. human capacities, culture, reputation,
organizational architecture), and leadership
(i.e. inclusive leadership practices)
resources.



COLLEGES OF ABUNDANCE

An organization’s <capac.
perform—its ability to apply its skills, competences,
and resources to:

= Achieve its mission, vision, and goals

Meet or exceed 1 ts stal
Stakeholders are both external and internal.

Capacity is achieved when the talent, skills, and

competencies of people throughout an organization

are used to the fullest possible extent.



WHY ISTHIS RELEVANT?

Operating resources are declining in adverse proportion
to demand in community colleges

A commitment to addition—more priorities, programs,
services, and staff—prevails in our colleges where as a
mechanism for substitution or subtraction lags
Organizational life for all employees is morphing into
something they did not sign up for:

= Lean staffing and incremental responsibility
= Unrelenting demands and expectations

= Avalanche of communication

= Competing demands on time and attention
= Almost unmanageable complexity



RELEVANCE CONTINUED

Personnel in work groups know less about the work
life of personnel in different work groups than at any
point in the historical development of community
colleges

“Presenteeism” | S | nNcr e adnicontchdt y
t o “ f utinotricoliepges’

Increasing size and complexity have reduced the
capability of employees to comprehend and relate to
the whole organization

Loyalty and commitment have shifted from the
institution to the operating unit—producing a lack of
interconnectedness



CHARACTERISTICS OF ABUNDANT

COLLEGES

Engaging in change has become an
automatic response

Beyond continuous learning—
continuous knowledge application
The College is always seeking new
opportunities to serve stakeholders
through discovery, development,
and amplification of resources



CHARACTERISTICS OF

ABUNDANT COLLEGES

Innovation and creativity have become
contagious

Continual focus on developing greater
organizational capacity

Continuous enhancement of intangible
resources

= Human capacities, culture, communication,
reputation, and organizational architecture

Operates as a network hub and partnership

incubator

Leverages and develops internal networks



