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The stories of the leaders in this issue of Leadership are anything 
BUT ordinary! They are truly extraordinary!! 
 We begin with two extraordinary leaders who will be honored at 

the Academy’s 17th Annual International Conference in Denver, Colorado, 
April 1-4, 2008. Dr. Carl Haynes and Dr. Jerry Sue Thornton will each 
receive the distinguished Paul A. Elsner International Excellence in 
Leadership Award. 
 Dr. Carl Haynes is the fi rst of our International Excellence in Leadership 
Honorees. As president of Tomkins Cortland Community College (TC3) in 
Dryden, New York, Dr. Hayes has cultivated an environment on his campus 
and within his community that is truly unique. His ability to engage members 
of his campus and community in visionary goals, nurture an entrepreneurial 
environment, and make global connections are truly extraordinary. His wisdom 
and cultivating spirit are but a few of the exemplary personal qualities that 
you will read about in this article.  
 She is a “Dream Catcher.” Dr. Jerry Sue Thornton inspires her 
colleagues, campus and community to extraordinary results. Her vision and 
exemplary leadership have made Cuyahoga Community College, Cleveland, 
Ohio, one of the most responsive colleges in the country. Her passionate 
sense of mission, coupled with her courage and compassion for those she 
serves, reach far beyond the ordinary. Jerry Sue is an extraordinary leader 
and her story will inspire you to extraordinary leadership.  
 You can see the fun and learning in our next article, The Festival of 
Learning by Elizabeth “Libby” LeVatte, Nova Scotia Community College, 
Canada. Libby helps us understand why the Organizational Learning Team 
from NSCC will be recognized as an Exemplary Team at our 17th Annual 
International Conference in Denver. We are sure you will feel the energy as 
you read about this extraordinary staff celebration!  
 Leading and managing change is the topic for Paula Burns and Jill 
Shaver in their article Achieving “Best Experience, Best Education.” Paula 
and Jill share their experience in helping to create a defi ning strategy for 
change at The Michener Institute for Applied Health Sciences, Toronto, 
Canada. You will be able to learn more about leading change by joining 
these two authors for their pre-conference workshop at the conference. 
 Hills! We climb them everyday in the course of our leadership. Often 
we must reach beyond the ordinary to fi nd the energy to keep climbing to 
extraordinary results. Suzanne Flannigan, Lethbridge College, Lethbridge, 
Alberta, Canada, shares A Leader’s Story … personal, refl ective, powerful. 
She helps us see that training, as well as, personal and professional will 
help us achieve the extraordinary.
 We close this issue of Leadership with a preview of our 17th Annual 
International Conference to be held in Denver, Colorado, April 1-4, 2008. 
Extraordinary keynote speakers: Jim Collins, Terry Paulson, Coen Free, and 
John G. Miller will engage us with their research and writing on leadership. 
We will be the benefactors of their wisdom and insights . . . their journey 
beyond the ordinary to the truly extraordinary!
 Enjoy our stories! See you in Denver! 

E D I T O R I A L

B y  I d a h l y n n  K a r r e

Reaching Beyond 
the Ordinary
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 The Paul 
A. Elsner 
International 

Excellence in 
Leadership Award is 
named in honor of 
Dr. Paul A. Elsner, 
Chancellor Emeritus 
of the Maricopa Community Colleges. 
Dr. Elsner held the chancellorship 
from 1977 until retiring in 1999. Dr. 
Elsner is recognized nationally and 
internationally as an exemplary leader 
in post-secondary education. 
 Each year the Academy honors 
truly exceptional leaders who 
exemplify and support academic and 
administrative leadership with the Paul 
A. Elsner International Excellence in 
Leadership Award. This prestigious 
award represents the highest degree of 
excellence in the fi eld of educational 
leadership. 
 This year the Academy honors 
Dr. Carl T. Haynes and Dr. Jerry Sue 
Thornton with the 2008 Paul A. Elsner 
International Excellence in Leadership 
Award. These outstanding leaders 
are models of authentic leadership. 
Mahatma Gandhi said, “The best way 
to fi nd yourself is to lose yourself in 
the service of others.” Dr. Haynes and 
Dr. Thornton have served their colleges 
and their communities in exemplary 
ways and are most deserving of this 
international leadership award.
 Dr. Haynes and Dr. Thornton will 
be honored at the Chair Academy’s 
17th Annual International Conference 
for Organizational Leaders held in 
Denver, Colorado on April 1-4, 2008. 
We hope you can join us in recognizing 
and celebrating their exceptional
authentic leadership!

08 2008 Paul A. Elsner 
International Excellence

in Leadership Award 
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“Carl is the entrepreneurial engine 
of TC3,” says Walter Poland, 
dean of student services, and 
the only employee at the college 
who can claim an earlier hiring 
date than Haynes (Poland is the 
remaining “original” employee 
at TC3, having started in his 
position when the school opened 
in 1968; Haynes was hired as a 
member of the business faculty in 
1969.). “He has an attitude that is 
simply, ‘If there is something we 
should be doing, and need to be 
doing, we will fi nd a way to get 
it done.’ And, he has helped to 
create an environment in which 
people are encouraged to expand 
the scope of their roles within the 
college. They know they have 
Carl’s support, and they know he 
is willing to listen and willing to 
be convinced. It creates a unique 
environment, I think, among 
community colleges.”

From the Early Days, and Forward
 Perhaps one of the reasons President Haynes has 

excelled in engaging members of the college across the 

spectrum is that he has served the college at nearly every 

level, from faculty member to dean to president. Haynes 

came to TC3 in its second year of operation as a member 

of the business faculty, and eventually was appointed 

director of the development center for business. He was 

here when the school moved from Groton to Dryden in 

1974, occupying the building that still serves as its primary 

campus. Haynes went on in subsequent years to serve 

as division head, dean of administration, and dean of 

academic affairs.

 His fi rst bid for president failed, as the board of trustees 

sought an external candidate. The fact that he decided 

to try again for the offi ce when the serving president 

Eduardo J. Marti  left, is a testament to his “dedication to 

the mission of TC3,” says Poland.

 “    His ego does not exist in the professional setting,”

Poland says. “The school is his priority. To go through 

that process again with the possibility of rejection again; it 

was diffi cult. But getting done what should be done is his 

priority. He leaves the personal out of the picture.”

 He was named interim president in August of 1994, and 

offi cially became the school’s third president May 24, 1995.

 A crisis that followed his appointment would give a 

glimpse into the philosophy that would guide TC3 in the 

near and distant future.

 “The fi rst year I was president we had a signifi cant 

drop in enrollment and a subsequent fi nancial crisis,” 

Haynes says. “It came on to us like a freight train. … My 

commitment to the counties – by law the counties have 

to bail us out when we’re in trouble – was that we would 

solve our own problems. We told the counties we would 

get through it. And we did; we handled it ourselves. And 

we won the respect of the counties. They trust us and they 

don’t micromanage.” 

 In his previous role as dean of administration, Haynes 

(who says with a laugh that part of the reason he was 

hired in that role was because “the president didn’t want 

‘another accountant’”) had opened TC3’s books to its 

reporting entities, Cortland and Tompkins Counties, 

establishing a renewed level of trust between the college 

and its political constituents.

 Trustee Beverly Baker, an Ithaca-area philanthropist, 
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I
t is easy enough to witness the physical manifestations of the successes of Tompkins 

Cortland Community College: the shining new athletic facility, the bustling dorms, the 

swirl of construction around the main campus building. But President Carl E. Haynes, 

Ph.D. presides over something far more meaningful within the expanding walls of this 

small community college in rural central New York. 

     In the 14 years he has served as president of TC3, Haynes has not only expanded the 

physical and academic scope of the college (TC3’s global connections program is uniquely 

ambitious among community colleges), but also worked with the faculty, staff, administration, and 

students to nurture the self-suffi cient, entrepreneurial environment that has put TC3 out on the 

leading edge of academic, technological, and fi nancial innovations among community colleges..
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business owner, and former journalist, says Haynes has 

worked tirelessly to create a productive political climate.

 “I admire the work Carl does,” she says. “And a 

testament to his work and the work of the board of 

trustees in setting aside politics is the continuous support 

of our county boards. It is a rare accomplishment.”

Growing Globally
 TC3’s hometown of Dryden, New York is positioned at 

the edges of the college’s two service counties, Tompkins 

and Cortland. The City of Ithaca, the county seat for 

Tompkins, has been hailed in national magazines as a 

uniquely progressive and urban-tinged city surrounded in 

the hinterlands, essentially by cows. 

 And some of those cows, as TC3 students who use the 

back entrance know, are within shouting distant of the 

college. But the rural setting has served as a backdrop for 

a global academic initiative at TC3 that has been a unique 

and sweeping success for the school. Poland, who oversees 

the program as part of his “extended” responsibilities at 

the school, says it is Haynes’ willingness to consider the 

possible (and not the impossible) that led to the creation 

and growth of the program.

 “At the time we were approached by a small business 

school in Spain hoping to establish a relationship,” Poland 

says. “They had tried something similar with another 

small school 

in the U.S., 

but it didn’t 

work, so they 

came to us. 

The president 

of TC3 at the 

time (Haynes 

was academic 

dean) listened 

to their 

presentation, 

and when 

the executive 

committee met later, rejected it out of hand. ‘It won’t work,’ 

he said. But Carl said there was a way it could work. He saw 

the importance of the global growth right away. And he 

found a way to make it work. There was a concern that we 

couldn’t cut international tuition, which was the school’s 

hope, because of budget concerns. But Carl found a way for 

the Spanish school to essentially provide services rendered 

– they handled the recruitment and paper work – and we 

were able to make the numbers work.”

 Haynes says he recognized very early that the school 

would be doing a disservice to its students if it didn’t 

begin to engage in the global community.

 “ I came right out in my first 
year as appointed president 
in my inaugural address 
announcing our commitment 
to international education and 
global initiatives, and made no 
bones about it to the county 
boards (our board of trustees 
was behind it), and they really 
got it,” he says.  

“When you look at a small, rural community college, to 

have 60 to 70 countries represented at a community 

college of this size, it’s pretty unique. … And, it was 

generating revenue for us, and still does. It brings diversity 

onto the campus; it creates opportunities for faculty 

and students to travel abroad. If we’re not preparing 

our students to engage in a global community and be 

comfortable working with people from other cultures, and 

be comfortable working within other cultures, we’re not 

properly preparing our students to function in today’s 

society.”
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 TC3 has more than two dozen partnerships in 

16 countries, with agreements that typically send 

international students from their home college to TC3 for 

an associate’s degree, then to a U.S. college for a four-

year bachelor’s degree. Haynes is a board member of the 

Community Colleges for International Development, 

which has recognized TC3 for its global efforts.

Exciting Times
 It is a time of sweeping change at the college. Enrollment 

for the fall semester was up 7.5 percent (more than 80 

percent in the past 11 years); close to 550 students live in 

residence halls on campus; and the TC3 athletics teams 

opened their first seasons this year on new athletic fields 

and in the new athletic center, which features a gym, health 

center, and field house. An ongoing $34.2 million Campus 

Master Plan calls for the rehabilitation of 40,000 square 

feet in the main building, which already is home to 

new “smart” classrooms, a new health center, nursing 

skills center, and biotech lab; and will soon feature a 

new digital media center, enlarged faculty suites, a new 

student center, and a “Learning Commons” in the center 

of campus. The college also was recently recognized for 

the second time by the Center for Digital Education and 

the American Association of Community Colleges as the 

country’s #1 “Digital Community College” in the small/

rural college category.

 The accomplishments and related growth are a direct 

result of President Haynes’ commitment to engaging 

college members in the development of new programs, 

ideas, and pathways for leadership. Also upcoming is 

a major reorganization of the college’s administrative 

structure, which will see TC3 change from its traditional 

three-dean model to a more expansive and inclusive 

structure that will incorporate a provost position and six 

deans. As a testament to not only the Chair Academy’s 

effectiveness, but also to President Haynes’ commitment 

to developing leaders from within, five of the six 

appointed deans have Chair Academy experience. 

 “And the only one who hasn’t been to the Chair 

Academy has only been here a year,” Poland says with a 

smile. “He’ll get there in time.”
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 Haynes says the college’s decision to become a 

“learning-centered” college has driven the movement toward 

internal development of leaders and leadership traits.

 In 2005, the college laid out its path for growth, 

renewing focus on the learning-centered approach and 

adapting a philosophy of appreciative inquiry, which 

encourages organizations to utilize strengths and focus on 

what is possible and not what is not.

“ In studying the most successful, 
the ‘great,’ organizations, 
we’ve discovered they have a 
heavy emphasis on internal 
development,” Haynes says. 

“We see the Chair Academy as 
helping us to cultivate not just 
the leaders of our school, but 
also to help members of the 
college across the spectrum.  
It’s funny because some people 
will tell me they don’t see the 
purpose of the leadership work 
because they have no desire to 
become administrators. But 
we discuss the importance of 
leadership in every position. 
Everyone is a leader in some 
way and can benefit from 
the opportunities presented 
by the Chair Academy.”
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A natural evolution of that philosophy, Haynes says, also 

led the college to adapt a strengths-based approach, 

utilizing the StrengthsQuest program developed by 

Gallup Inc. “It fits into our purpose as a learning-

centered college,” he says. A renewed emphasis on student 

success is a natural outgrowth of the philosophies, 

and led the college to the recent appointment of a 

student success coordinator, a position that will have a 

permanent place in the college’s new structure. Poland 

says the continued commitment to developing new ideas 

and approaches has created a work environment at TC3 

that is uniquely productive, supportive, challenging, 

positive, and self-reliant.

“ Carl has cultivated an 
environment that is unique, 
especially among state-
supported community colleges. 
I say to people, ‘If you’re bored 
here, it’s your own fault.’ The 
environment encourages 
college members to explore and 
expand. … And the dedication 
to entrepreneurial solutions 
gives us the freedom to do the 
exploring and expanding.  
That is Carl’s true legacy.”
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DR. JERRY SUE THORNTON

THE QUINTESSENTIALTHE QUINTESSENTIAL
Dream�Catcher
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“The dream net was to capture good, 

positive dreams that the baby might 

have in the night. When the sun came 

up the next morning, the child was provided with 

an everlasting dream that did not fade with the 

night,” Dr. Thornton said.

 For 15 years, Dr. Thornton has cherished her 

role as the dream catcher for the 55,000 credit 

and non-credit students who attend Ohio’s 

oldest and largest community college. “Today, 

Cuyahoga Community College is as much a fi xture 

in Cleveland as the Cleveland Indians, who play 

baseball across the street from the college’s 

administrative offi ces,” according to the writers of 

“Prosperity.”

 Her long tenure with community colleges 

stretches over 36 years, including serving as the 

Dean of Arts and Sciences at Triton College, River 

Grove, Illinois from 1983 to 1985, and as President 

of Lakewood Community College, White Bear 

Lake, Minnesota from 1985 to 1991, before taking 

the helm at Cuyahoga Community College in 1992.

 Her expertise was tapped when she was asked 

to assist in establishing community colleges in 

the Netherlands, where she traveled frequently to 

advise and consult with leaders. She also worked 

through the American Association of Community 

Colleges to advise interested governments 

including Britain, Ireland and Scotland on 

community colleges and workforce training.

 Her international credentials were further 

established by her three trips to China and 

to Poland to advise those governments on 

community colleges.

 Dr. Thornton was Chair of the League for 

Innovation Board and is a member of the RC 

2000, a group of community colleges that includes 

international members. She chaired the executive 

committee of the Ohio Association of Community 

Colleges and is a member of the “Jobs for the 

Future” group in Boston. Dr. Thornton also 

was a key advisor on workforce training and 

development to former President Bill Clinton and 

former Ohio Governor Bob Taft.

“Dream Catchers: How community colleges will foster prosperity and 
equality” is the title of a chapter in a new book, “Prosperity,” written by 
two Wall Street Journal writers, that features Cuyahoga Community 
College and President Dr. Jerry Sue Thornton.

The title was inspired by the 1992 inaugural address of Dr. Thornton 
when she was installed as president of Cuyahoga Community College. 
Dr. Thornton said in her address that when she worked in Minnesota 
there was a tribe of American Indians, the Objiwa, who had a wonderful 
tradition of hanging a dream net over a baby’s cradle.
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“�Over�a�distinguished�career,�Jerry�Sue�
Thornton�has�demonstrated�the�quintessential�
qualities�of�community�college�leadership:�a�
passionate�sense�of�mission,�with�the�vision�
to�pursue�it;�a�strong�commitment�to�the�
community�and�its�connections�to�its�college;�
a�continuing�commitment�to�the�central�role�
of�instructional�quality�in�serving�students�
well;�a�perceptive�wisdom�regarding�people�
and�their�critical�contributions�to�the�work;�
compassion�for�those�who�need�it�most;�and�
courage�when�it’s�called�for.”

� �—  Dr. Kay McClenney, Director of Community College 

Survey of Student Engagement Community College 

Leadership Program, the University of Texas at Austin

Highlights of President 
Thornton’s 16 Years 

at the Helm of Cuyahoga 
Community College:

•  Spearheaded the College’s lifelong 
learning initiative, Corporate College, 
which develops customized training 
and professional development courses 
designed to increase an organization’s 
competitiveness and profi t potential in 
two Cleveland area locations.

•  Established technology centers 
on each of the three campuses 
and development of curricula and 
programs that stay a step ahead of the 
region’s business and industry needs.

•  Led efforts to establish a variety of 
2+2 partnerships and dual admission 
programs with Ohio’s four-year 
institutions.

•  Expanded the Cuyahoga Community 
College Foundation Board to include 
50 community and business leaders. 
The Foundation recently raised $1 
million for scholarships at a luncheon 
featuring General Colin L. Powell. The 
Foundation maintains assets of over 
$19 million.

•  Landed the archives for the Rock n 
Roll Hall of Fame and Museum by 
working with the national board to 
build a state-of-the-art creative arts 
building that will also serve the college. 
The $35 million building is under 
construction.

•  Emphasized development of a vibrant 
and growing Distance Learning 
program, along with multiple off-
campus course offering locations.
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scholar through her many 

contributions and presentations 

at national meetings and 

conferences.”

“�I�have�often�relied�upon�her�
expertise�in�trustee�relations,�
leadership�development,�
and�international�
education.�I�greatly�
appreciate�Dr.�Thornton’s�
many�contributions�to�
the�Community�College�
Movement.”
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Cuyahoga Community College has 

three campuses and three workforce 

development centers.

“�Dr.�Thornton�has�provided�the�
vision�and�execution�to�make�
Cuyahoga�Community�College�
one�of�the�nation’s�most�responsive�
colleges�in�the�country,”�said�John�
E.�Roueche,�Sid�W.�Richardson�
Regents�Chair,�Community�
College�Leadership�Program,�
University�of�Texas�at�Austin.�“Not�
only�does�Cuyahoga�Community�
College�respond�to�community�and�
constituency�needs,�the�college,�
under�Dr.�Thornton’s�leadership,��
has�been�an�initiator�and�leader�
of�the�needed�changes�to�make�
Cleveland�and�Cuyahoga�County�
centers�of�urban�development��
and�renewal.”

 Dr. Roueche noted Dr. Thornton’s 

national and international leadership 

role. “As an urban leader, she 

epitomizes those qualities necessary 

for urban communities to transform 

themselves. She is simply the best of 

the best.”

 Calling her one of the country’s 

most respected community college 

leaders, George R. Boggs, President 

and CEO of American Association of 

Community Colleges, said, “Her vision 

and her exemplary leadership have 

made Cuyahoga Community College 

a recognized force in Ohio, nationally 

and internationally. She is a recognized 
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THE FESTIVAL
OF LEARNING When a community 

of learners 
comes together 
to interact with 
and learn from 
each other, new 
possibilities 
emerge for 
personal growth. 
In a learning-
centered college, 
the results can be 
extraordinary!!

Background

 The Nova Scotia Community College, comprising 
13 campuses across the province of Nova Scotia, 
is a learning-centered college serving 23,000 
students engaged in full-time, part-time, online and 
apprenticeship learning in over 100 applied education 
programs representing fi ve schools. Our vision, “Education 
Without Boundaries,” came out of the development 
of a new Strategic Plan (2006) for our College in 
which everyone of our 1400+  employees along 
with stakeholders, business and government partners 
participated.
 Our Strategic Direction One (NSCC Strategic Plan 
2006) states that “learning is at the core of what we do at 
NSCC. We create environments that foster possibility 
and imagination, prepare people for work, and give them 
the ability to acquire new knowledge when they need it. 
NSCC will blend learning, community service, and work 
in ways that put learners at the innovative edge of what 
employers and the economy need.”
 At NSCC we are all learners – students, staff, faculty, 

and leaders – our President, Dr. Joan MacArthur-Blair 
has coined the phrase, “A community of learners who 
support a community of learners.” We believe that 
learning is a right of all employees and offer many 
learning opportunities through such activities as: 

•	 	annual	learning	conferences	–	Support	Staff	Learning	
Conference, Facilities Support Staff Learning 
Conference

•	 	programs	of	study	–	Community	College	Education	
Diploma Program for new faculty and professional 
support, Leadership Exploration and Awareness 
Program for support staff, Faculty Learning College 
Portfolio for more seasoned faculty 

•	 	workshops	–	Great	Teachers	Seminar	and	Learning	
Plan Development are two examples

•	 educational	leaves
•	 	sponsorship	to	attend	external	learning	program	

and conferences

Rationale

 The Festival of Learning provides an opportunity for 
staff of NSCC to celebrate in and share their learning 
with colleagues from across the college community. 
The festival provides a unique venue to showcase this 
learning and to:

•		 	celebrate	and	grow	the	strengths	of	our	college	
community

•	 	cultivate	change	through	an	exciting	venue	for	
sharing new learning, innovation and great practices

•	 engage	in	signifi	cant	learning	
•	 	appreciate	and	build	capacity	on	our	substantial	

investment in professional development 

The Festival 

 This year, NSCC Organizational Learning hosted 
the fi rst Festival of Learning at the Truro Campus on 
August 16. The campus was transformed into a 
colourful South American marketplace theme where 
over 200 colleagues from 13 campuses across the 
college browsed displays, tasted exotic foods, attended 
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showcase sessions and roundtable discussions to learn 
more about the innovative practices, new technologies 
implementation, and international learning experiences 
of their colleagues. Several attendees came in from 
their vacations to be a part of this inaugural event both 
as participants and presenters, including our College 
President and senior college leaders. 
 Organizational Learning planned the event to 
coincide with a very significant time in the College 
calendar – the week of Foundations in Adult Education 
(orientation and welcome for new faculty), and the 
Community College Education Diploma Program 
convocation which always brings together members of 
our college community to celebrate in their colleagues‘ 
success. The addition of the Festival enhanced this time 
of celebration and provided yet another networking 
opportunity for faculty new to the college and beginning 
their own learning journeys into portfolio education in a 
learning-centered college.
 The call for presentation proposals, early in June, 
resulted in over 30 proposals involving 80 people 
taking a leadership role in sharing their learning from 
activities including:

•	 	Community	College	Educators	Development	
Program (CCEDP) Practicum projects

•	 Educational	Leaves
•	 Conferences	
•	 	Leadership	Exploration	and	Awareness	Program	

(LEAP)
•	 Faculty	Learning	College	Portfolio
•	 Other	University/College	Courses
•	 Field	Schools	(Mexico,	China)
•	 Research	Projects

 One of the most valuable outcomes of the Festival 
was the opportunity it created for colleagues who work 
at a multi campus college to meet and dialogue with 
other members of the College community – fostering 
collaboration and mentoring relationships.
 Feedback from the Festival was so overwhelmingly 
positive that we are beginning the planning for a 
second event this summer, this time with a large 
team of volunteers who were so excited by what they 
experienced, they want to be in on the planning. We, 
in Organizational Learning, could not have anticipated 
what a successful event this would be – nor were we 
prepared for the enthusiastic response to our call for 
proposals. 
 Often in staff and professional development we look 
for	learning	opportunities	and/or	speakers	external	to	our	
colleges to lead us in developmental initiatives, when 
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we need to look no farther than our own backyard. 
The results of the Festival are still rippling through the 
college, as faculty implement new teaching strategies 
and ideas into their teaching, campuses begin to build 
learning centres, staff employ great practices, and in 
fact, research results have been used to improve services 
to students – all ideas shared during this celebration of 
learning event.
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Above: Exemplary Team, Organizational Learning, Nova Scotia Community 
College. Team members: George MacLean, Michelle Creelman, Roberta “Bobbi” 
Dunham-Carter, Claudine Lowry, and Elizabeth “Libby” LeVatte. 

About the Author: Libby LeVatte has been with NSCC for 20 years. She is 
presently Manager of Learning Initiatives, Organizational Learning. She has 
also held positions as Department Head, Faculty member, and Curriculum 
Consultant. She can be reached at: Libby.Levatte@nscc.ca    
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T he future success of a post-secondary 

educational institution depends on its ability 

to effectively position itself in the growing 

competitive market for the continuous 

learning of individuals in society. Successful positioning 

can only be achieved by effective strategy formulation 

and implementation. Excellent strategic performance 

of any organization results from appropriate strategies 

implemented well1 (Figure 1). Strategy formulation 

and strategy implementation require different models, 

frameworks, and processes. The purpose of this article is 

to demonstrate the use of Kaplan and Norton’s Strategy 

Map in effectively defining strategy for The Michener 

Institute for Applied Health Sciences (Michener). A 

pre-conference workshop called “Change: From Idea to 

Implementation …. Where to Start and How to Pull it Off” 

being offered at the Chair Academy Annual Conference in 

April 2008, will focus on the effective implementation of 

strategy.

 Michener is Canada’s only post-secondary institution 

devoted exclusively to applied health science education 

in Canada. Since 1958, Michener has educated applied 

health professionals who serve vital roles in the country’s 

medical industry in such fields as medical laboratory 

sciences, medical radiation sciences, respiratory therapy, 

chiropody, diagnostic cytology, genetics technology, 

ultrasound, magnetic resonance imaging (MRI) and 

computed tomography (CT). The Michener has a staff of 

150 and serves 800 full-time and 3,300 part-time and 

continuing education students. 

 Prior to the strategic planning process at Michener in 

2005, a mission and vision were in place and programs 

employed a traditional model of health care education. 

This model consisted of didactic, laboratory, and 

clinical education, focusing on functional and technical 

expertise in a hierarchical structure within and beyond 

the classroom. The strategic planning processes resulted 

in a revised mission and vision; organizational values; a 

strategic intent of Best Experience, Best Education; and 

strategies required for successfully achieving the vision. 

The five strategies included Academic Innovation, People, 

Knowledge Transfer, Quality, and Resource Innovation.

Balanced Scorecard  

Strategy Map

 When strategies are identified 

it is important for leaders to 

recognize the importance of 

translating strategy clearly and 

concisely to ensure organization-

wide understanding of the 

changes required for successful 

strategy implementation. Kaplan 

and Norton’s Balanced Scorecard 

Strategy Map is a generic 

architecture or framework for 

translating strategy.2 Each 

component of the strategy map 

is part of a cause-and-effect 

logic that connects the desired 

outcomes of the strategy with the drivers that will lead 

to the outcomes.3 In developing the strategy map, the 

strategy is initially defined from a financial perspective in 

for-profit organizations, or from the customer and financial 

donor/funder perspectives in non-profit organizations. The 

initial questions in the cause-effect logic within a non-

profit organization are: “To achieve our vision, how must 

we look to our customers?” (Customer Perspective) and 

“If we succeed, how will we look to our financial donors/

funders?” (Funder Perspective).4 These questions are 

followed by the question, “To satisfy our customers and 

financial donors/funders, at which internal processes must 

we excel?” (Internal Perspective). These are the distinct 

operational processes that need to be enhanced to create 

the desired customer and financial donor/funder outcomes 

of the strategy. The final question is, “To achieve the 

vision and the operational changes required how must the 

organization learn and improve?” (Learning and Growth 

Perspective). This fourth perspective recognizes that 

the ability to successfully change operational processes 

is based on the organizational infrastructure; the skills, 

capabilities, and knowledge of employees; the technology 

they use; and the climate in which they work.5

Defining the Academic Innovation Strategy Map

 Michener’s Academic Innovation Strategy (AIS) is used 

as an example to describe the development of a strategy 

map. The foundation of any organization’s strategy is 

its mission and organizational values as depicted at the 

bottom of the AIS strategy map in Figure 2. The focus of 

the strategy is the achievement of the organization’s vision 

as depicted at the top of the AIS strategy map

Customer Perspective

 In addressing how Michener must look to the customers 

in order to achieve its vision, Michener incorporated a 

broad interpretation of customer. The ultimate customer 

served by Michener is the patient who expects the best 

possible care defined by the right care at the right time in 

the right place by the right care provider. The employers of 

the care providers expect highly competent practitioners 

who practice in interprofessional teams. The students who 

will be members of these interprofessional teams expect 

current and relevant education delivered by exemplary 

faculty, while the faculty desires to be a catalyst for the 

students’ learning. 

Achieving
“BEST EXPERIENCE,   
   BEST EDUCATION”

 Defining Strategy
By Paula Burns and Jill Shaver
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Figure 1: Outcomes of Strategy Formulation and Implementation
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Funder Perspective

 Michener’s primary funder is the Ontario Provincial 

Government which expects Michener to deliver on 

an Accountability Agreement and to use resources 

appropriately to meet the health human resource needs.

Internal Perspective

 The internal perspective of the AIS strategy map 

defines the four operational processes at which Michener 

must excel to satisfy customers and donors. These 

are the operational processes that require innovative 

changes to enable Michener to achieve its vision. The first 

process is curriculum design, development and delivery 

which includes three areas of focus: discipline-specific 

curriculum, interprofessional collaboration curriculum, 

and interprofessional education delivery. The second 

process is the assessment process including admission 

and academic progression of students. The third process 

is the development and maintenance of relationships with 

the partner clinical education sites. The fourth process is 

evaluation of process and outcome. 

Learning and Growth Perspective

 In order to successfully change these four operational 

processes, Michener identified two major areas for 

learning and growth: faculty development and technology 

capability. The strategic faculty competencies specific 

to successful implementation of the AIS included 

constructivist curriculum design, facilitation of learning, 

and simulation-enhanced education. Shared leadership, 

collaboration and team effectiveness, change leadership 

and change management were identified as learning 

and growth requirements for the AIS as well as the four 

additional strategic directions of Michener. Technology 

enhancements to enable the successful implementation of 

the operational process changes included the integration 

of the World-Wide Instructional Design System (WIDS), a 

new scheduling system, an e-Patient record, and a student 

web portal.

Transitioning from Strategy Development  

to Strategy Implementation

 For each of the four operational processes to be 

changed, specific projects and outcomes were identified. 

Project-related measures, or leading indicators, were 

developed to determine when adjustments were needed 

to stay on track to meet milestones. Outcome or lagging 

indicators were developed to validate the cause-and-effect 

relationships developed for achieving the vision.

Integration and sustainability coordination were identified 

as critically important to the success of the AIS. As 

changes to AIS-related processes are designed and 

implemented, alignment of organization-wide systems, 

processes and structures are necessary to ensure 

sustainability of the changes. This process and its 

critical importance will be described in the pre-

conference workshop.

 

Conclusion

 Kaplan and Norton’s Strategy Map provides focus 

and alignment of strategy through cause-and-effect logic 

for achieving an organization’s vision, while remaining 

grounded in the organization’s mission and values. The 

strategy map is a framework that translates strategy into 

distinct operational processes that need to be enhanced 

for the organization to achieve its vision, and the learning 

and growth required to support the process changes. The 

strategy map depicted in a one-page diagram serves to 

enhance employee understanding and sense-making of the 

complex set of organization-wide initiatives and projects, 

which in the case of Michener totals 40 projects. This map 

serves to enhance the communication to employees and 

helps to increase their understanding and sense-making of 

the organization’s strategic change agenda. 

 As post-secondary educational institutions focus on 

successful strategic positioning for future viability and 

success, Kaplan and Norton’s Balanced Scorecard Strategy 

Map needs to be considered as a framework for effective 

formulation and translation of their strategic change 

agenda. A clearly defined strategy and focused and aligned 

organization-wide changes will drive long-term success.
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A  L E A D E R ’ S  S T O R Y

I
t is a rare delight that during my busy days as 
a senior administrator I have an opportunity to 
reflect on leadership. It is even rarer that I have 
time to capture my reflections in writing. Just a 

while ago, I had one of these most rare opportunities. 
Below is the story of my “re-realization” that personal 
growth is integrally connected to leadership growth. 
 It began with comments from John Maxwell, the 
author of 21 Irrefutable Laws of Leadership, who wrote:
 “Leaders develop daily, not in a day.” Our 
natural inclination is to overestimate the event and 
underestimate the process. We wait for a special 
occasion or an intense experience to boost our growth 
instead of appreciating the process. In the words of my 
friend Kevin Myers: “Everyone is looking for a quick fix, 
but what they really need is fitness.”
 Growth is not automatic. Paul Harvey said it best: 
“You can tell you’re on the road to success; it’s uphill all 
the way.” You can’t coast uphill. Growth doesn’t happen 
by itself; it requires an active investment of time.
  His thoughts triggered a connection between my 
fitness training (a personal passion) and my endurance 
as a leader. Let me explain. 
 I do a lot of training for triathlon and some of 
my best workouts - the ones that pay the greatest 
dividends - are the hill workouts. They very frequently 
humble me (and sometimes even make me question 
my commitment), but they generate much greater 
strength, endurance, heart and commitment than 
other workouts that do not demand that I withstand 
continuous discomfort and sometimes outright pain. 
  When I connect my leadership challenges to 
hill workouts, I begin to see my leadership growth 
differently. I reflect on the times when I have felt 
discomfort and pain as a leader and how I have coped 
with it. Sometimes, I have given up before I even tried 
going up the leadership hill thinking it would just be 
too hard (I didn’t even try to deal with the issue). Other 
times, I have steadily gone as far as I could before I 
gave in to the discomfort or pain (I tried dealing with 
it, but as it got tougher and more complicated, I gave 
up before the issue was resolved). And then, there have 
been times that I have persevered out of sheer will to 
not give up (I have worked through it until it came to 
some kind of resolution - I dealt with it). 
  Ironically, the greatest cost and the greatest return 
are the ones that I persevere through. It is not the 
“gutting out” of the climb that is so valuable, but 
the steadfastedness to get through it, the courage to 

withstand the onslaught and the knowledge gained 
from going through it and making it to the other side of 
the climb. Finishing the entire climb reduces the fear, 
the unknown and the intimidating to knowable things 
and increases the confidence and acceptance which 
then opens the door for strategic thinking before the 
next climb of a same or a similar leadership hill. Just 
the realizations that 1) I am making these choices, 
2) I am making it through some climbs, and that 3) 
the successful climbs are reinforcing a sense of the 
value in dealing with “leadership hill” challenges, all 
reinforce that it really is worth doing.  

 This has certainly been true of my fitness training, 
and now I realize it is also true of my development as 
a leader. The thing is, much like Maxwell suggests, 
my leadership development, like my triathlon training, 
has been happening over the years, day by day, hill 
challenge by hill challenge. And, while I have struggled 
to find significant meaning, understanding and a 
reason to continue – to have “a special occasion or 
an intense experience” to boost my growth and see 
leadership progression—I find now that it has been 
the process, “the journey,” that has brought me to this 
reflective place in my leadership development. It is the 
process that has made me stronger and more willing to 
engage in the tough climbs. And it is the process that 
has given me the confidence to continue to challenge 
the leadership hills and through these experiences to 
continue to develop into a deeper, richer and more 
complete leader.
 Dr. Suzanne Flannigan recently joined 
Lethbridge College as the Dean of the Centre 
for Applied Management. Dr. Flannigan 
comes to Lethbridge College after 19 years 
at Camosun College in Victoria, British 
Columbia.  Sooz has been significantly 
involved in community volunteer work for 
non-profit sport associations.  She is a 
dedicated runner and triathlete, as well as a 
soccer player, referee and provincial soccer 
association board member. 

She can be reached at
suzanne.flannigan@lethbridgecollege.ab.ca

Earl Nightengale said, “If you’ll spend 
one hour a day, every day for five years 
on a given subject, within five years you’ll 
become an expert on that subject.”  

By Suzanne Flannigan
HILLS
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Keynote Speakers
GOOD TO GREAT AND THE SOCIAL SECTORS
Why Business Thinking is Not the Answer

Jim Collins is a student and teacher of enduring great 
companies—how they grow, how they attain superior 
performance, and how good companies can become great 

companies. Jim invests a signifi cant portion of his energy in 
large-scale research projects, often fi ve or more years in duration, 
to develop fundamental insights into organizations and then 

translate those fi ndings into 
books, articles and lectures. 
He uses his management 
laboratory to work directly 
with executives and to 
develop practical tools for 
applying the concepts that 
fl ow from his research.
 Jim believes that 
we must reject the idea 
that the primary path to 
greatness in the social sectors 
is to become “more like a 
business.” Most businesses, 
like most of everything in 
life, fall somewhere between 
mediocre and good. Few 
are great. When you 
compare great companies 
to good ones, many widely 

practiced business norms turn out to correlate with mediocrity, 
not greatness. So why would we want to import the practices of 
mediocrity into the social sectors? The critical distinction is not 
between the business sector and social sector, but between great 
and good. We need to jointly embrace a language of greatness.
 We can fi nd pockets of greatness in nearly every diffi cult 
environment– whether it be the airline industry, education, 
healthcare, social ventures, or government-funded agencies. 

Every institution has its unique set of irrational and diffi cult 
constraints, yet some make the leap while others facing the same 
environmental challenges do not. This is perhaps the single most 
important point in all of GOOD TO GREAT. Greatness is not a 
function of circumstance. Greatness, it turns out, is largely a matter 
of conscious choice, and discipline.
 Join Jim as he shares his insights, research fi ndings, and great 
organizations’ best practices found in the social sector and how we 
can move our institutions from good to great.

JIM COLLINS has invested over a decade of research and study 
of great companies and how they grow from good companies 
into great companies. He has authored or co-authored four 
books, including the classic BUILT TO LAST, a fi xture on the 
Business Week bestseller list for more than six years, and has been 
translated into 30 languages. Jim’s most recent book, GOOD TO 
GREAT: Why Some Companies Make the Leap, and Others Don’t 
attained long-running positions on the New York Times, Wall 
Street Journal, and Business Week bestseller lists, and has sold 3 
million hardcover copies since publication and has been translated 
into 35 languages including Latvian, Mongolian, and Vietnamese.
 Driven by a relentless curiosity, Jim began his research and 
teaching career on the faculty at Stanford Graduate School of 
Business, where he received the Distinguished Teaching Award 
in 1992. In 1995, he founded a management laboratory in Boulder, 
Colorado, where he now conducts research and teaches executives 
from corporate and social sectors.
 Jim has served as a teacher to senior executives and CEOs 
at over a hundred corporations. He has also worked with social 
sector organizations such as Johns Hopkins Medical School, the 
Girls Scouts of the USA, the Leadership Network of Churches, 
the American Association of K-12 School Superintendents, and the 
United States Marine Corps. In 2005 he published a monograph: 
Good to Great and the Social Sectors.
 Jim is an avid rock climber and has made free ascents of the 
West Face of El Capitan and the East Face of Washington Column 
in Yosemite Valley.
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SOARING ON THE WINGS OF CHANGE AND 
TAKING OTHERS WITH YOU

For educational institutions, the change challenge is 
just accelerating! This engaging program provides you 
with practical tactics that will help you make change 

work. You will learn how to balance a healthy appreciation 
for both tradition and strategic change, how to generate and 
sustain commitment to a compelling vision and how to use 
best-practice stories to cement cultural changes. While focusing 
limited resources on the things that matter most, you’ll learn 
how to keep hope alive for yourself and those you lead and 
how to balance accountability and collaboration. Finally, you 
will be reminded of the value of a healthy sense of humor by 
taking your job seriously but yourself lightly in these times of 
constant change.

TERRY PAULSON is a Ph.D.
psychologist, columnist, and 
celebrated author of the popular 
books They Shoot Managers 
Don’t They? and Leadership 
Truths: One Story at a Time. 
Recognized expert on the human 
side of change management, 
his programs empower leaders, 
professionals, and teams to make 
change work and explore what 
matters most. 

 Terry has hosted ECI’s business television series entitled, 
“Quality from the Human Side,” and is honored to be a 
distinguished faculty member of the Institute for Management 
Studies. He has been inducted as a lifetime member of the 
CPAE Speakers Hall of Fame along with Ronald Reagan, Colin 
Powell and Norman Vincent Peale, an honor given to only 178 
speakers worldwide since its inception in 1977.
 Since founding Paulson and Associates, Inc. in Agoura Hills, 
California, Dr. Paulson continues to conduct practical and 
entertaining programs for companies such as IBM, 3M, Federal 
Reserve Bank, HBO, Honda, Johnson & Johnson, KPMG, 
Merck, NASA, Nintendo, SBC, Sony, Starbucks, Verizon, Wal-
Mart, and hundreds of hospitals, universities, and associations. 
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LIVING AND LEARNING IN A 
COMPLICATED 3D WORLD

Change is a fact of life, as is innovation. A number of 
unique and defi ning revolutionary ‘moments’ can be 
identifi ed in our centuries-old history. Take, for example, 

the invention of the printing press in 1450, which led to the 
Renaissance, and the concepts of Enlightenment, which led to the 
Industrial Revolution in 1760. Today, at the beginning of the 21st 
century, we are also at a juncture in which similar changes are in 
store for us, some of which are already in progress. Our society 
is under great pressure as a result of globalization, technological 
developments and changing competitive relationships between 
the USA, Europe and Asia. Old values, standards and certainties 
can no longer be taken for granted. Society is constantly evolving. 
National borders are fading. All kinds of familiar systems seem to 
be coming to the end of their lifecycle.
 One of the greatest revolutions, through technological 
developments, is the creation of new spaces. For centuries the 
world has only known one kind of space: the physical space; the 
world of buildings and spatial planning. A space that gradually 
offered too little room for the discovering person. Two more 
spaces have since been added: the mental space, the emerging 
world of thinking and imagination, and the digital space, the 
world of cyberspace. Although neither is tangible, they do have 
a considerable infl uence on our whole lives, our day-to-day lives 
ànd on our learning processes. In this brand new 3D world, we 
have to live and learn.
 What does this all mean for schools and colleges?

COEN FREE is President of Koning Willem I College 
‘s-Hertogenbosch (a town in the south of the Netherlands) 
since 1990; Koning Willem I College is considered one of the 
most innovative community Colleges in Europe.
 A special project of Koning Willem I College is School for 
the Future, a very innovative research & development center 
for teaching and learning, e-Learning and Creative Thinking.
 Coen Free is also President of the Dutch Consortium for 
Innovation, a sister organization of the American League for 
Innovation. He is member of the International Advisory Board 
of the Chair Academy, he is founding member of the European 
Federation for Open and Distance Learning (EFODL) Brussels, 
and founding member of the Dutch De Bono Foundation.
 He publishes frequently in journals and books his ideas 
about education in the 21st century. He has given guest 
lectures at numerous universities in Europe and is also a well 
respected member of the community of ‘s-Hertogenbosch. 
Because of his merits to the city of ‘s-Hertogenbosch, he was 
elected Citizen of the Year 1999 and was also nominated as 
Citizen of the Century. In April 2006 he was knighted by 
the Queen of the Netherlands in the Order of the House of 
Oranje Nassau.
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PERSONAL ACCOUNTABILITY AND THE QBQ! 
Have you ever heard questions like these?

“Why do we have to go through all this change?”
“When is someone going to train me?”
“Why can’t they communicate better?”
“Who’s going to solve the problem?”
“Why don’t they share the vision?”

 The lack of personal accountability is a problem that 
has resulted in an epidemic of blame, complaining, and 
procrastination. No organization – or individual – can 
achieve goals, compete in the marketplace, fulfi ll a 
vision, or develop people and teams without personal 
accountability.
 John Miller believes that the troubles that plague 
organizations cannot be solved by pointing fingers 
and blaming others. Rather, the real solutions are 
found when each of us recognizes the power of 
personal accountability. John shows how the Personal 
Accountability and the QBQ! can help each of us 
eliminate blame, complaining, victim thinking, and 
procrastination from our lives, both at work 
and at home.

JOHN G. MILLER
is the founder 
of QBQ, Inc., an 
organizational 
development 
fi rm dedicated to 
making personal 
accountability 
a core value for 
organizations 
and individuals. 
Through his 
writings, speaking, 
and a nationwide 
network of QBQ!-
certifi ed consultants, 
Miller has brought 
his message to 
countless organizations including Bausch & Lomb, Blockbuster, 
American Cancer Society, Wells Fargo, Verizon Wireless, 
Applebee’s, Boeing, Pier 1 Imports, Wilson’s Leather, and the U.S. 
Department of Defense. 
 He is the author of the best-selling book QBQ! The Question 
Behind the Question—published by Penguin—and the new 
book, Flipping the Switch. He invested a decade selling sales 
management and leadership training. His message of QBQ! 
was developed facilitating over 10,000 hours of training inside 
corporations from all industries.
 A 1980 graduate of Cornell University, John now lives in 
Denver, CO with his wife  Karen, 6 daughters, one son, a ferret, 
two huskies, several corn snakes and pythons, 6 bearded dragon 
lizards, 3 tropical birds, a horse named Roxy—and a very scared 
Shih Tzu (pronounced “sheet zoo”) puppy! No wonder John 
travels so much!
 To learn more about John and his message of personal 
accountability, please visit www.QBQ.com.
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GEDDIS STRENGTH WORKSHOP 
Presented by Scott Geddis, 
Health Enhancement Faculty and 
Director of Athletics at Phoenix 
College, in Phoenix, Arizona and 
Elsie Elford , Dean, School of Business 
Grant MacEwan College, Edmonton, 
Alberta, CA

 You have heard about the 
“Strengths” movement. You have 
read books and articles explaining 
how playing to your strengths can 
increase productivity. You may 
even have taken the Gallup survey 
designed to identify your unique, 
enduring strengths. Now discover 

methods for leading others using a strength-based 
leadership model.
 Marcus Buckingham writes in Go Put Your Strengths 
to Work, “While there are many good levers for engaging 
people and driving performance -- levers such as 
selecting for talent, setting clear expectations, praising 

where praise is due, and defi ning the team’s mission 
-- the master lever is getting each person to play to his 
strengths. Pull this lever, and an engaged and productive 
team will be the result. Fail to pull it, and no matter what 
else is done to motivate the team, it’ll never fully engage. 
It will never become a high-performance team.”
 Through small group activities and group discussion, 
this workshop will explore a variety of strategies and 
skills for all leaders and managers to help others “play to 
their strengths.”

 •  Learn to design work environments that play 
to the unique strengths of each team member 
you lead. 

 •  Learn ways to work with individuals and teams to 
identify each person’s strengths. 

 •  Learn how to effectively organize a team using the 
unique strengths of your individual team members.

 The opportunity to complete the Gallup strengths 
survey to identify your own strengths will be included 
for those participants who have not yet taken 
StrengthsQuest or StrengthsFinder. 

Pre-Conference Workshops
WHERE ARE YOU IN 
YOUR JOURNEY FROM 
GOOD TO GREAT™? 
A Series of Conversations for Post-
Secondary Leaders

Facilitated by Idahlynn Karre, 
Associate Director of the Chair Academy

Anchored in the Good to Great Diagnostic 
Tool™ developed by Jim Collins, post-secondary leaders at all 
levels of the organization are invited to inquire into and explore 
implications, applications, adaptations, issues, and best practices 
in applying the Good to Great™ framework and principles in 
leadership, on teams, in departments and across campuses. 
Inquiries will include:

 •  Is my leadership creating a climate where the truth 
is heard?

 • Am I “looking in the mirror or out the window?”
 •  Can we keep it simple? Does my team, department, or college 

“tend toward a path of simplicity, rather than complexity?”
 •  Are we disciplined people with disciplined thought leading 

to disciplined action delivering superior performance and 
distinctive impact and lasting endurance? 

 •  Is my department or college building a system that can be great 
beyond a single leader?

 This is about your journey! Where are you in the journey? 
How can those of us who live in the middle of our organizations 
as hard working department chairs, directors, and managers 
build “pockets of greatness?” In what ways can we all, regardless 
of position and title, use the framework and principles of Good 
to Great™ to achieve our mission, have the greatest impact, and 
create enduring teams, departments, and colleges?
 Prior to attending this session, we encourage you to read Good 
to Great™ by Jim Collins and Built to Last by Jim Collins and Jerry 
I. Porras.
 Join us for our conversations!

RAISE THE PRAISE AND 
REAP THE HARVEST!
Facilitated by Ramona Becker, 
Organizational and Staff 
Development Director, Butler 
Community College, El Dorado, KS, 
and Dr. Rob Gibson, University of 
Colorado at Denver

Have you reaped the harvest in your organization? Have 
you allowed the sun to shine and the power to fl ow? 
Did you know the number one reason people leave their 
jobs is that they feel unappreciated? Those who leave 
are often your best employees, who leave to work for 
your competition. If we want to engage the members of 
our organization, we must learn how to recognize their 
efforts and contributions in a timely and appropriate 
manner.

 This all-day interactive workshop will be packed with:
 •  Inspiration to move you from stagnant recognition 

programs or inaction into purposeful action and 
effective programs

 •  Examples of simple ways to recognize members of your 
organization that have been overlooked

 •  Ideas that others have used with great success that you 
might want to try for a season or two

 •   Resources - any one of which just might be the magic 
spark that will ignite employees to become engaged 
with passionate enthusiasm for your organization 

 •  Ways to avoid dead ends and counterproductive efforts 

 We will spend a portion of our time reviewing Butler’s 
unique and highly successful, 9-year running, all-
inclusive, inexpensive award program. It will be described 
in detail with a turnkey model provided. Plan to have 
a fun day concentrating on how to create an enriched, 
captivating culture of appreciated employees. Handouts 
will be provided. 
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THE TRICK TO BEING A 
CHAIR/ORGANIZATIONAL 
LEADER
Presented by Bill Lamb, 
Vice President of Instruction at 
Kirkwood Community College in 
Cedar Rapids, Iowa

This workshop will present a variety of strategies for new front-
line administrators, including chairs, directors, deans, and other 
organizational leaders. Activities throughout the day will help 
participants to defi ne their role as leaders and to develop cohesive 
teams. Topics will include:
•  Understanding leadership versus management in organizations
• Understanding yourself and how you work with others
• Time management
•  Dealing with confl ict adapting to constantly changing 

organizations
 The activities will be directed to small-group interaction with 
time for sharing strategies as well as applying new methods to 
real world examples. The afternoon session will encourage the 
sharing of “best practices” learned from the group. Participants 
will receive a variety of written materials to use as guides and 
references, and an opportunity to learn more about the Academy 
for Leadership and Development.

CHANGE: FROM IDEA TO 
IMPLEMENTATION … Where 
to Start and How to Pull it Off
Presented by Paula Burns, Vice Provost 
at the Michener Institute for Applied 
Health Sciences in Toronto, Canada and 
Jill Shaver of B.J. Shaver Consulting

Do you have an idea or have 
you been asked to implement a 
signifi cant change that sounds 
great but you are asking yourself 
… Where do I start? It’s not as easy 
as they thought! Why can’t I seem to 
move it forward? Am I going to 
have to do it all myself? How do I 
remain positive? Will anyone embrace 
the change?
    This highly participative workshop 
will address the challenge of those 
in the “middle” in implementing 
strategic change directives from 
executive leaders. Current literature, 
best practices and participant 
experiences will complement the 
participants’ learning from the 
analysis of a case study of a college 
in the midst of transformational 
change. 
 Participate yourself or in a small 
team of individuals from your 
organization to:

 • Explore the current literature and best practices
 •  Analyze a case example and the changes you are 

implementing
 •  Examine processes and tools for improving the 

implementation of change
 •  Develop strategies for successfully addressing your 

challenges in implementing change
 •  Enhance your confi dence and the confi dence others 

have in you in implementing change
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