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PLAN ON TAKING CHARGE OF YOUR FUTURE NOW! 

UPCOMING FOUNDATION LEADERSHIP ACADEMIES

FOUNDATION LEADERSHIP ACADEMY
Expand your leadership skills, enhance your professional life, make connections 

with colleagues from post-secondary institutions around the world.

TAKE CHARGE OF YOUR LEADERSHIP SKILLS
This year-long, comprehensive program provides skills-based leadership training 
and professional development for both academic and non-academic leaders in 

post-secondary institutions.

For more information about attending a Foundation Academy Program 
see our webpage at http://www.mc.maricopa.edu/community/chair/ 

or contact us at leadershipacademy@mcmail.maricopa.edu

The Chair Academy    1025 N. Country Club Dr.    Mesa, AZ 85201    (480) 461-6270

•   Training conducted over time •   On-going web-based leadership training during the year 

•   Mentoring and coaching component •   Networking and partnership opportunities

•   A Certificate of Graduation is awarded as well as an  opportunity to earn  9 hours of graduate-level credits

Global Leadership Academy  
Week 1: June 14-19, 2009
Week 2: June 13-18, 2010

Wisconsin Leadership Development Institute
Week 1: June 7-12, 2009
Week 2: June 20-25, 2010

Midwest Leadership Academy
Week 1: June 14-19, 2009
Week 2: June 13-18, 2010

Northeast Leadership Academy*
Week 1: June 21-26, 2009
Week 2: June 20-15, 2010

Rocky Mountain Leadership Academy*
Week 1: June 21-26, 2009
Week 2: June 20-25, 2010

Ontario Leadership Academy*
Week 1: TBD, 2009
Week 2: TBD, 2010

More Academies are coming soon! So be sure to visit our website for updates.
*Tentative Academy. Please e-mail leadershipacademy@mcmail.maricopa.edu if interested in attending.
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Paula Myrick Short is lighting the way for 
future leaders. As Vice Chancellor for 
Academic Affairs for the Tennessee Board 

of Regents (TBR) the sixth-largest system of 
higher education in the United States, serving 
more than 180,000 students in its 6 universities, 
13 community colleges, and 26 technology 
centers, Dr. Short serves as a beacon of 
leadership for students, staff, and future leaders. 
Our first article chronicles Dr. Short’s leadership 
journey. A 2009 Paul A. Elsner International 
Exemplary Leader, Paula shows the way.
 Jim Simpson, Associate Vice President for 
Workforce Development and Curriculum Services 
at Florida Community College at Jacksonville 
(FCCJ), lights the way for future leaders 
through his dedication to educational values 
and goals, innate talents and strengths, and 
considerable skills and abilities. Recognized and 
respected for both academic and administrative 
leadership, Jim’s 30-year career, including his 
current position at FCCJ, is a story of cultivated 
relationships, friendships and success. Jim will 
be honored for his exemplary leadership with a 
2009 Paul A. Elsner International Excellence in 
Leadership Award at our conference in March. 
 Two of our distinguished keynote speakers 
for the 18th Annual International Leadership 
Conference, Nashville, TN, March 2-5, 2009 
share their thoughts on leadership in this issue. 
Barry Conchie, Principle Leadership Consultant 
with the Gallup Organization, discusses his 
research findings demonstrating that outstanding 
leadership is strongly correlated with seven 
main leadership activities or "demands." Those 
demands are: visioning, maximizing values, 
challenging experience, mentoring, building a 
constituency, making sense of experience, and 
knowing self. 
 Dr. Joseph Michelli, author of The Starbucks 
Experience, shares research from his most 
recent book, The New Gold Standard, in our 
next article. Dr. Michelli focuses on leadership 
principles associated with the influence 
leaders have on the creation of positive work 
cultures. Whether a leader is operating in a 
post-secondary environment or in a seemingly 
unrelated business enterprise – certain enduring 
principles apply according to Michelli. 
 As sure as the beacon from the lighthouse 
leads ships through turbulent seas, our next four 

articles light the way for our journey as leaders. 
Dr. Jeff Yergler, professor of organizational 
leadership and resource management at 
Olympic College, focuses on specific practices 
for helping students discover the characteristics 
of resilience. He helps students learn critical 
coping skills that empower forward movement 
in the face of adversity and cultivate well-being 
as a critical components for success in the work 
environment and life, itself.  
 Dr. Therese Lask, Aims Community College, 
began sharing her stories of First Generation 
Students: Stories of Hope and Resilience in our 
last issue of Leadership. She joins us again 
with an analysis of student’s stories through a 
strengths lens. Therese shows the innateness 
of strengths themes as demonstrated by the 
stories of students told without knowledge of 
the existence of themes, strengths and talents. 
Her evidence is a powerful reason to engage 
students in strengths conversations. 
 Celebrate with Nova Scotia Community 
College leaders Dr. Joan McArthur-Blair, Janet 
Bryne, and Claudine Lowry as they light our 
way with leadership evolved through portfolio, 
appreciative inquiry, employee engagement 
to emergent momentum in a strengths-based 
organization. Joan, Janet, and Claudine believe 
that an organization’s culture is shaped by all the 
people within it. They believe culture is reflected 
in the structures, processes and policies of the 
institution. Read their reflections as they work to 
leave a legacy born from strengths. 
 Find your way through the current storm 
of daily news and regain perspective through 
the Main Street Musings of Dr. Richard Strand, 
Olympia College. He helps us smile, puts hope in 
our hearts, and lifts our spirits. Richard invites 
us to remember that we make a difference in 
lighting the way for our students, our campuses, 
and communities. As Master of Ceremonies 
for our 18th Annual International Leadership 
Conference in Nashville, TN, Richard leads us 
into our closing pages of this issue where you 
can read about our pre-conference workshops 
and our four outstanding keynote speakers: 
Professor Barry Conchie, Dr. Joseph Michelli, 
Congressman Harold Ford, Jr., and the 
Honorable Cynthia A. Balwin.
 Enjoy our issue! See you at the conference!  

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 field of educational 
leadership. 
 This year the Academy honors 
Dr. Paula Myrick Short and Mr. Jim 
Simpson with the 2009 Paul A. Elsner 
International Excellence in Leadership 
Award. These outstanding leaders 
are models of authentic leadership. 
Mahatma Gandhi said, “The best way 
to find yourself is to lose yourself in 
the service of others.” Dr. Short and 
Mr. Simpson have served their colleges 
and their communities in exemplary 
ways and are most deserving of this 
international leadership award.
 Dr. Short and Mr. Simpson will 
be honored at the Chair Academy’s 
18th Annual International Conference 
for Organizational Leaders held in 
Nashville, Tennessee on March 2-5, 
2009. We hope you can join us in 
recognizing and celebrating their 
exceptional authentic leadership!

092009 Paul A. Elsner 
International Excellence 

in Leadership Award 

E D I T O R I A L

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

Lighting the Way for  
Future Leaders
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DR. PAULA MYRICK SHORT

“ There are risks and costs to a 
program of action. But they are far 
less than the long-range risks and 
costs of comfortable inaction.”

           — President John F. Kennedy
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P
aula Myrick Short is Vice Chancellor 

for Academic Affairs for the Tennessee 

Board of Regents (TBR), the sixth-

largest system of higher education in 

the United States, serving more than 180,000 

students in its 6 universities, 13 community colleges, 

and 26 technology centers. According to TBR 

Chancellor Charles Manning, “One of Dr. Short’s 

greatest leadership strengths has been her ability 

to gain agreement across multiple institutions for 

collaborative undertakings.” Since 2001, she provides 

leadership for system-wide initiatives in strategic 

planning, institutional effectiveness, international 

education, student learning, program development 

and coordination, transfer, and articulation. 

 Prior to coming to the Board of Regents, 

Dr. Short served as Associate Vice President for 

Academic Affairs for the University of Missouri 

System. While at Missouri, she provided leadership 

to initiate the University of Missouri New Faculty 

Teaching Scholars Program, the Campus Mediation 

Service, the University of Missouri Consortium for 

Educational Policy Analysis, and the Statewide Ed.D. 

in Educational Leadership—a collaborative among six 

universities. 

 Dr. Short is a former Department Chair in 

Educational Leadership and Policy Analysis at the 

University of Missouri-Columbia. She has served as 

program chair and associate professor at Pennsylvania 

State University, associate professor and director of 

graduate studies in the Department of Educational 

Leadership, Foundations, and Technology at Auburn 

University, and also taught and held administrative 

positions in the North Carolina public schools. She has 

held tenure at the University of Missouri-Columbia, 

Pennsylvania State University, and Auburn University. 

She is now a tenured professor at Tennessee State 

University and an adjunct professor at the University 

of North Carolina at Greensboro. 

 Dr. Short received her Ph.D. in Administration 

and Supervision in the Department of Organizational 

Development and Institutional Studies at the 

University of North Carolina at Chapel Hill with 

emphasis in organizational leadership/management 

and organizational change. A nationally recognized 

scholar and researcher in the field of educational 

administration, Dr. Short was chosen as the recipient 

of the 1993 Jack A. Culbertson Award, given 

nationally by the University Council for Educational 

Administration to the outstanding professor of 

educational administration who, within the first 

ten years in the professorship, made distinguished 

contributions in research. 

 Dr. Short has published over 85 scholarly articles 

and 16 books, book chapters, monographs, and 

technical reports. She has also made over 120 national 

and international scholarly presentations. She has 

served as editor of one of the top referred journals in 

educational administration and on the editorial board 

of several others. She has mentored and graduated 

22 doctoral students. She served as president of 

the National Council of Professors of Educational 

Administration, the Southern Regional Council on 

Education Administration and the University Council 

for Educational Administration, a consortium of 

80 research universities in the US and Canada that 

prepare educational leaders. She also served as a 

member of the Washington-based National Policy 

Board for Educational Administration. She conducts 

leadership training nationally.
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The Washington Center for Internships and Academic Seminars, the nation’s largest 
provider of academic internship and college seminar opportunities, honored signifi-
cant contributors for their organizational goals of professional achievement, civic 
engagement, and leadership at The National Press Club on Monday, September 22, 
2008. The Tennessee Board of Regents received the award for Public University 
System of the Year. Attending the ceremony were TBR Chancellor Charles Manning 
and Vice-Chancellor for Academic Affairs Paula Short along with representatives 
from the participating TBR institutions.
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Academic Audit
 Dr. Short’s commitment to continuous 

improvement in teaching and learning is illustrated by 

her leadership of the Academic Audit initiative. 

According to Dr. William F. Massy, 
President of the Jackson Hole 
Higher Education Group, Inc., 
professor emeritus at Stanford 
University, and co-author with Dr. 
Short of Academic Quality Work:  
A Handbook for Improvement,  
“ Paula combines great vision
with strong leadership and 
management skills. She was an 
early adopter of academic audit at 
the University of Missouri System 
and carried that vision to The 
Tennessee Board of Regents. She 
was first in the world to apply the 
process to a 19-campus institution 
spanning the range from research 
university to community college 
and, just as impressively, to 
sustain and improve it through 
multiple cycles. Finally, she is 
a warm and loyal person who 
enriches the lives of people she 
comes in contact with.”

 Dr. Robert Zemsky, Chair of the Learning Alliance 

for Higher Education with University of Pennsylvania 

states in the Forward for Academic Quality Work that 

the authors demonstrate how “it is the faculty who 

are the key to meaningful reform. Only by making the 

conversation about quality a faculty conversation that 

focuses first on principles and educational purposes 

will change occur.” This system-wide, collaborative 

model of program review has been employed by 

over 180 academic programs involving all 19 TBR 

institutions since 2004.  

Dr. Short’s inspirational leadership of the Academic 

Audit program recently led to a tribute by the 

National Consortium for Continuous Improvement, 

which bestowed its prestigious Honorable Mention 

award to the TBR in 2009 in recognition of the 

successful leverage of talents and resources 

throughout the TBR system in support of the 

Academic Audit program. 

Expanding Access through Online Education
 Like the rest of the nation, Tennessee is projected 

to have a serious healthcare workforce shortage 

throughout the next decade, along with a critical 

shortage of teachers. The Regents Online Campus 

Collaborative www.rodp.org has increased access 

to higher education through its 6 associate degree 

programs, 3 baccalaureate programs and 3 master’s 

degrees, specifically addressing critical shortages 

for nursing faculty, nurses, and teachers. Dr. Short’s 

leadership and support guided the development of 

this initiative.

The Regents Online Campus Collaborative was recognized as a Platinum Award winner at 
the 2009 IMS Global Learning Consortium. The Headcount for Fall 2009 increased more 
than 33%, rising to 11,569.  

 

Insuring Quality General Education
 Under Dr. Short’s leadership, the significance 

of general education and the associated operation 

of transfer and articulation received new emphasis 

and reform. Following a year-long study by an ad 

hoc committee of TBR campus representatives, 

TBR approved a common, lower-division general 
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education distribution consisting of forty-one 

semester hours. This common distribution was 

implemented in fall 2004 and applies to each of the 

TBR colleges and universities. Courses approved for 

general education must fulfill the learning outcomes 

endorsed in each of the subject categories. The 

common general education distribution also assures 

transfer among TBR institutions. An assessment of 

general education at the system level is now underway. 

P-16

 Through Dr. Short’s leadership, the TN P-16 

Network was established in March 2003. Dr. Short 

dedicated a position to oversee the implementation 

of the TN P-16 Network. In 2004, the P-16 Network 

partnered with the ECD Three STAR Program to 

promote the development of local P-16 councils 

to meet education and workforce development 

benchmarks. At this time, there are twelve regional 

councils and eighteen local councils with a presence 

in all Tennessee counties.

Teacher Quality Initiative (TQI)

 In 2006, Dr. Short established the Tennessee 

Teaching Quality Task Force representing stakeholders 

in education across Tennessee, including the University 

of Tennessee system. The task force was charged 

with the identification of key focal areas to address 

teaching quality issues in the state. The five areas of 

focus are: Knowledge Base, Characteristics, Modeling, 

Mentoring and Professionalization of Teaching. 

Dr. Short’s inclusive approach to leadership has 

propelled TQI from vision to reality with pilots being 

implemented in all five areas.

Sponsored Research

 Dr. Short led the Diversity Grant Initiative which 

began in 2007-08 and provided more than $500,000 

for research focusing on various aspects of diversity. 

Six grants were awarded. Over the past few years 

Dr. Short has worked to build a research culture with 

sponsored research and external funding increasing 

each year.

Course Redesign in Developmental Education
 In October 2006, the Fund for the Improvement 

of Postsecondary Education (FIPSE) of the U.S. 

Department of Education awarded the TBR a three-

year grant of $730,000 for the Academic Preparation 

Initiative (API). Dr. Short serves as the Principal 

Investigator. The API will provide a comprehensive 

revision of the developmental studies curricula in 

math and English, teaching and learning methods, 

and assessment strategies at institutions in the TBR 

System. Methodology developed by the National 

Center for Academic Transformation (NCAT) will be 

used to conduct pilots. Both NCAT and the Education 

Commission of the States (ECS) are partnering 

with TBR to facilitate the curricular revision and to 

incorporate the use of technology to further the goals 

of the project. Documentation of the process and 

outcomes of the project will provide the opportunity 

for the initiative to be transferable so that benefits 

can be replicated in other states.
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Regents Academic Leadership Institute (RALI)

 In 2004, Dr. Short identified the need for 

more professional and leadership development 

opportunities and sought funding to support a 

system-wide program to address the need. TBR 

covers the cost of training, all supplies and materials, 

food, and lodging. Participants assess leadership 

styles, work with other academic leaders to solve 

problems, develop an informal network of expertise, 

enhance personal leadership skills, & develop 

mentoring and coaching relationships to provide 

continued support. After the initial session, all 

participants meet throughout the year and focus 

on other topics. A virtual component is included 

to provide additional opportunities for leadership 

development and support. Participants identify a 

mentor to help deal with campus issues. The Chair 

Academy provides consultation and facilitates the 

two major sessions of the RALI program.

 RALI is dedicated to developing a network 

of problem solvers on all 19 TBR colleges and 

universities that work together to produce quality 

programs. RALI prepares individuals to step into 

leadership roles to support TBR strategic plans, 

specifically addressing the goal of hiring and 

retaining outstanding faculty and administrators for 

TBR institutions. RALI supports the four 2005-2010 

planning priorities: Leadership, Access, Quality, and 

Resourcefulness. The program is now in its fourth 

year with 99 graduates and 35 academic unit heads 

currently enrolled.

Dr. Treva Berryman, Associate 
Vice Chancellor for Academic 
Affairs and Director of the 
Regents Academic Leadership 
Institute, states that “as a result 
of the initiatives led by Dr. Paula 
Myrick Short, I have witnessed 
more positive change in higher 
education in Tennessee over the 
past 7 years than in my 26 years 
of experience with Tennessee’s 
higher education systems.  Dr. 
Short is focused and committed 
to providing access to quality 
education for Tennesseans, and 
recognizes the importance of 
preparing leaders to sustain 
continuous improvement.  I am 
honored to have the opportunity 
to work for her and to have her as 
a mentor.”
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J I M  S I M P S O N

A CLEAR and FOCUSED 
OUTCOME



 LEADERSHIP Vol. 15.2 Fall/Winter  9

T
hrough his dedication to certain values 
and goals, along with innate skills and 
abilities that evolved as opportunities to 
stretch when presented to him, Simpson 

is recognized and respected for both academic and 
administrative leadership, whether that be in leading 
a person, a team or an organization. Throughout his 
nearly 30-year career, including his current position 
as associate vice president for workforce development 
and curriculum services at Florida Community College 
at Jacksonville (FCCJ), Simpson has cultivated many 
relationships, friendships and success stories. Many 
of those parties involved were eager to celebrate Jim’s 
recognition as a 2009 Paul A. Elsner International 
Excellence in Leadership Award recipient.
 “I first met Jim when he was fresh out of SFA  
(Stephen F. Austin State University) with an M.B.A.,” 
said Johnette Hodgin, with whom Simpson began his 
community college teaching career at College of the 
Mainland in Texas City, TX. 
 “He was enthusiastic, excited…and so upset when 35 
percent of his students failed the first test,” said Hodgin, 
now dean of strategic and economic development at Lee 
College, Baytown, TX. 
 “He took that as an indication that he hadn’t done 
a good job and spent hours re-working his notes and 
examples. He excelled at coming up with real-life 
learning experiences to help the students learn.”
Simpson considers his first leadership role to be that 
of faculty senate president at College of the Mainland. 
That wasn’t a particular objective, but because he had 
served on “tons of committees” he was asked to run, was 
elected and served two terms. In that role he learned 
he was skilled at working collaboratively with others 
and working with high-performance teams. Even more, 
it pressed him to trust his colleagues and solicit their 

opinions, instilling confidence in both the leader and 
those being led.
 After teaching for four years, Simpson’s road diverged 
into a lengthy leave from teaching into the business 
world. That included ten years in educational publishing, 
managing a sales territory with annual sales of $1.2 
million and acquiring more than $10 million of new 
manuscripts.
 “He built strong relationships with customers. 
He helped make business contacts and gave advice 
to (would-be) authors,” Hodgin recalls of how that 
experience benefited him. 
 Simpson credits his time in industry with providing 
him some valuable lessons. 
 “In industry I learned that training is the key to 
moving an organization forward,” a lesson that traveled 
well with him when he went back into education from 
both the organizational and instructional standpoints. He 
also says he realized a core philosophy of service from 
his 12 years in sales that required a willingness to form 
partnerships and to look for win-win solutions. 
 Time and reflection brought Simpson back to the 
community college. Both he and his wife Linda Austin 
were products of community colleges and realized the 
enjoyment they got from helping others achieve their 
dreams. Jim headed back into education as an associate 
dean of business and physical education at Lone Star 
College in Tomball, Texas. There, one of Simpson’s 
colleagues was Diane Troyer, whom Simpson identifies 
as his community college role model, mentor and former 
supervisor; and coincidentally, a recent Paul Elsner A. 
Award winner. 
 At Lone Star, his career experiences and lessons 
learned expanded further. He managed more than 40 
degree and certificate programs covering everything from 
engineering technology to physical education, serving 
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Leadership wasn’t a particular objective for Jim Simpson, but it’s something 
he accepts willingly, for at least 26,000 reasons. That number corresponds 
with the number of students who have become graduates of programs for 
which he has been responsible in his education career. 
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over 8,500 enrollments per year at six locations. The 
A.A.S. degree program in engineering technology that 
his team developed was recognized as a model program 
by the Texas Higher Education Coordinating Board. 
 He managed an operating budget of nearly $1.5 
million; and he managed and co-authored grants 
totaling almost another $1.5 million. He mobilized 
faculty to develop initiatives that resulted in national 
awards, including three Bellwether Finalist Awards, three 
Exemplary Practice designations and seven NISOD Best 
Practices awards. 
 His student recruitment and retention plan resulted in 
a 16 percent increase in annual enrollment and increased 
the graduates of division programs from five to 180 
in five short years. He negotiated and implemented 
initiatives with the four independent school districts in 
the College’s service area, and represented the College 
on state educational committees, regional workforce 

committees and local economic development boards. 
“Jim Simpson brings a unique and dynamic blend 
of entrepreneurship and accountability to all that 
he undertakes,” says Troyer, explaining the secret of 
Simpson’s success. She points to his attention to data-
driven decision-making and results-oriented analysis; 
the way he looks to how resources can be combined and 
maximized to create real change. 

“ The result has been a series of proactive 
collaborations that have allowed solutions 
that are stronger because of the linkages and 
leveraging that he assures,” Troyer says. 
“But behind all of these strengths is a very 
clear and focused outcome—to produce better 
opportunity for the students who need it most 
and to give them a chance for a better life.” 
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 If while at Lone Star his career scope expanded, then 
it’s accurate to say that at Florida Community College at 
Jacksonville it has grown exponentially and the College 
workforce programs have flourished under his leadership.  
 In short: 
 At FCCJ, Simpson oversees one of the largest 
post-secondary workforce programs in the nation. 
He leads workforce development initiatives for 207 
degrees, including baccalaureate and associate degrees 
and certificate programs serving 80,000 students and 
producing 3,500 graduates annually. 
 He also provides leadership in an annual review 
process to assess the effectiveness of programs and 
courses, redesign existing programs, de-activate those 
no longer relevant and implement new programs. He 
coordinates program-specific accreditation and licensing, 
and the development of articulation agreements with 
universities.
 Simpson also serves as the FCCJ workforce 
development representative with local, state and federal 
agencies; negotiates and implements workforce program 
initiatives with independent school districts in Duval 

and Nassau counties; and has provided leadership and 
coordination in numerous continuing education training 
courses. Simpson’s leadership in initiatives has increased 
enrollment, saved millions of dollars and garnered awards 
for College programs. 
 His accomplishments have not gone without notice. 
“Jim is one of the finest leaders in the workforce area of 
community colleges in the nation,” says FCCJ Executive 
Vice President for Instruction and Student Services 
Donald W. Green, to who Jim reports and one whom Jim 
considers a mentor. 

“ He is a wonderful team player and works 
hard to provide opportunities for his staff to 
develop their talents and skills. He is a role 
model in reference to accountability and using 
data instead of tradition to make decisions.”

 Always learning, Simpson says that at FCCJ he 
learned how to manage change.

2009P A U L  A .  E L S N E R  I N T E R N A T I O N A L  E X C E L L E N C E  I N  L E A D E R S H I P  A W A R D



12  LEADERSHIP Vol. 15.2 Fall/Winter  

 “FCCJ is the most rapidly evolving institution I’ve 
ever been involved in,” he says. Managing change is 
absolutely critical.”
 What follows next? Simpson is thinking about it, 
and in thinking he identifies what he sees as tomorrow’s 
challenges for leaders in higher education.
 Access versus success: “We have focused on access. 
We need to focus on success. If we recruit, we must retain 
students through graduation.”
 Accountability and compliance: “Tomorrow, 
accountability and compliance will not be optional and 
these factors strengthen our programs and services.”
 Efficiency: “Institutions will have to operate more 
efficiently due to the declining levels of state support for 
community colleges.”
 Student learning and engagement: “Technology is an 
integral part of student learning and engagement. It was 
different five years ago and it will be different five years 
from now. That’s the toughest one because our students 
are learning differently and it requires more of a timely 
approach to professional development for our faculty 
and staff.”
 Are we ready? Simpson says FCCJ is responding to 
the new challenges. 
 He cites Florida Community College’s Project Sirius, 
the Workforce Podcasting Pilot Project and the Dental 
Technology Hub as ways to impact student retention 
through new technologies. Projects such as these 
often rely on faculty and administrators Simpson has 
mentored, such as Cheryl Schmidt, professor of Network 
Engineering Technology. 

“ Under Jim Simpson’s guidance, workforce 
programs have been expanded, bolstered, and 
rejuvenated at Florida Community College,” 
praises Schmidt. “Jim is very technology-
oriented (which is dear to my heart as a 
technology professor) and is always looking 
for new ways to promote and encourage 
instructors to engage and retain students using 
creative teaching methods and technology.”

 Simpson is drawn to faculty members such as 
Schmidt, who are passionate about what they do, and 
would encourage all faculty to revisit what first drew 
them to teaching and reignite that passion. 
 He considers the position of dean to be among the 
most critical in moving colleges toward a more student-
centric culture, as they are more engaged than any other 
administrators between the faculty and the students.
 “Focus on what’s important,” said Simpson. “What’s 
important is the student. Keep that particular objective 
first in mind and it serves as grounding for your values.”
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Do you want to get the 
best performance from your 
organization’s future leaders?  
Then start asking them 
direct questions that, when 
answered, will help shape and 
define the type of leaders they 
will become.
 Great teachers and coaches have always known 
that the deepest learning results from asking thought-
provoking, probing questions. These questions cause 
people to think, and the sharpest questions can have 
tremendous influence on how executives formulate 
strategy.
 Furthermore, probing questions demand a response. 
They focus the mind on the most important aspects of 

a problem. They spark thinking and learning that affect 
outcomes.
 Many forms of leadership coaching attempt to teach 
future leaders “about” leadership. But relatively little 
coaching encourages leaders to concentrate on activities 
that will reliably improve their capacity to lead. So what 
are the questions your organization’s coaches or mentors 
should ask every developing leader? What are the 
questions that most promote leadership growth?
 Gallup has been researching top-performing  
leaders for more than 40 years. One crucial discovery 
has been that top performance is strongly correlated to 
seven main leadership activities or “demands.” Those 
demands are: visioning, maximizing values, challenging 
experience, mentoring, building a constituency, making 
sense of experience, and knowing self.
 Focusing each leader’s growth on the seven demands 
can accelerate leadership development. Below, we outline 
the seven demands and suggest probing questions for 
developing leaders in these key areas.

The key questions your organization’s coaches  
should ask every developing leader

by Barry Conchie with Jerry Hadd 
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Visioning
The best leaders talk often about the future and how it will 
be better than the present. Their forward-looking approach 
engages and excites their audience and elicits commitment.

QUESTIONS ABOUT VISIONING:
Can you articulate the long-term  direction of your organization?
With whom have you recently  discussed your views about the
  long-term future direction of your organization?
How did this discussion positively affect and motivate 
 your audience?
Who will be in your next audience, and what will you say to them? 

Maximizing Values
Great leaders live their values, and this fact is usually 
revealed in the predictability of their behavior. Those 
leaders also clearly and passionately articulate how their 
organization compares to its competitors.

QUESTIONS ABOUT MAXIMIZING VALUES:
For any situation or issue you face, how accurately could each  
 of your team members predict your behavior or response?
Why is your organization so much more  important to current
 and potential customers than any other organization?
 
Challenging Experience
Leaders constantly raise the bar for themselves and others. 
Top-performing leaders seek out and welcome new challenges 
— they don’t avoid them. Sometimes setting high standards 
requires having difficult conversations with others. The best 

leaders have those conversations early. While challenging 
employees, leaders never lose sight of performance, whether 
the time frame is short, medium, or long term.

QUESTIONS ABOUT CHALLENGING 
EXPERIENCE:
How have you stretched performance goals for your
  organization, division, or team recently? Why did you do 

this? What results do you expect?
What are the three main performance goals on your agenda?
Have you made someone  uncomfortable and someone else
 excited about his or her performance over the past week? 
What did you say, and why did you say it? What result did this  
 have? When and how will you follow up?
What challenge have you  accepted while others struggled or
failed? Why will you be successful? 

Mentoring
Great leaders selectively mentor talented associates toward 
top performance. These leaders understand how to focus 
their mentees’ attention on the right areas for optimal 
performance gains. Leaders understand what these people 
can achieve and position them in areas where their talents 
can become true strengths.

QUESTIONS ABOUT MENTORING:
Who are the top and bottom performers on your team? 
What  will you cover as you spend with them this  month? How
 will you know if your mentoring has been effective?
What is the current performance ranking of your direct   
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  reports? How has this changed over the last quarter?  
Why has it changed?

What will be your key coaching points  for your meetings
 with your top three performers?
What are the strengths and weaknesses of each of your direct 
   reports? How has this influenced how you position these 

team members? 

Building a Constituency
The most effective leaders are constantly building their 
network and growing their constituency. This is not 
superficial; instead, it comes from a genuine desire to know 
and be known. These leaders not only help others, but they 
also build relationships that enable them to call on help  
when needed.

QUESTIONS ABOUT BUILDING  
A CONSTITUENCY:
Over the last month, how have    you  intentionally grown
 your constituency? 
Who have you targeted?
How much bigger and stronger is  your  constituency now
 compared to last year? How do you know that? 
What actions did you take to strengthen  your constituency?
What further actions do you propose to take?
What have you done to grow the visibility of your high-  
 potential team members?
How has your constituency helped you over the past month? 
What recognition did you give them for their help? 

Making Sense of Experience
At a time of increasing business complexity, great leaders 
understand the need for simplicity. It is easy to look smart by 
communicating complex pieces of information. Leaders strive 
to make information understandable and accessible to as many 
people as possible.

QUESTIONS ABOUT MAKING SENSE  
OF EXPERIENCE:
Recently, how did you take a complex issue and simplify it so  
 that others understood it?

What three points provide the clearest explanation of the 
 current financial performance of your organization,   
 division, or team?
Do all of your direct reports clearly understand the difference  
 between  excellent, good, and unacceptable performance?
 How do you describe these differences? How do you know
 they understand? 

Knowing Self
 Effective leaders are transparent in how they present 
themselves to others. They don’t come to work pretending 
to be someone else. They are aware of their strengths and 
weaknesses and don’t assume that they know everything. 
They don’t try to do everything, either; they build 
partnerships that complement their capabilities.

QUESTIONS ABOUT KNOWING SELF:
What do you do better than just about  anyone else you know?
What tasks or activities drain your energy and cause 
 you to disengage?
What new discoveries have you made about yourself? 
How have you intentionally applied your talents to increase  
 your performance?
Who are your complementary partners, and how do they help  
 boost your performance?
How does your performance rank alongside your peers? How 
do you feel about this? 

 Asking developing leaders these questions provides a 
starting point for discussions about their leadership growth. 
Although there will be many things that leaders need to do, 
these questions help leaders understand their role -- and the 
actions they can take that will matter most to the future of the 
organization. The questions are role defining, and all leaders 
should be able to answer them.

Barry Conchie is Principal Leadership Consultant with 
Gallup. In his role, he directs Gallup’s global research, 
education, and development work on leadership. He 
will be a keynote speaker at our 2009 International 
Conference in Nashville, TN. This article was previously 
published in the Gallup Journal. You can reach Barry 
by contacting the Gallup Organization in Omaha, 
Nebraska.
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New GOLD  
STANDARD

by Joseph Michelli

Whether a leader is operating in a post-secondary environment or in a seemingly 
unrelated business enterprise — certain enduring principles apply. While working 
on my most recent book, The New Gold Standard, which focuses on leadership 

principles at The Ritz-Carlton Hotel Company, I was struck by the influence leaders have 
on the creation of positive work cultures which produce lasting leadership legacies. 

 Through strong stewardship of their iconic brand, leadership at The Ritz-Calron has mobilized staff to consistently 
create memorable experiences for their guests. As I studied this company, I identified five factors in its sustained 
success which I believe have direct application to post-secondary leadership:

1. Define and refine. Simon Cooper, the president of the Ritz-Carlton, noted, “You can’t put the veneer of quality on 
a business that lacks a sound foundation. The Gold Standards, and the disciplined business practices that emerge from 
them, create the platform for our achievements.” The Gold Standards can be found on a pocket-sized card carried as 
part of the uniform of Ritz-Carlton employees. The Standards reflect the service values, credo, motto and three steps 
of service each employee is to use as guidelines for the care they provide one another and guests. These values are 
reinforced daily in “line-ups” where all employees hear stories of service excellence in the context of the mission and 
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New GOLD  
STANDARD

culture. Leaders define their culture through their Credo 
card, Line-up and Gold Standards, and they refine their 
products and service delivery methods in accord with 
changing customer needs. New hotel designs reflect the 
uniqueness of the locale and personal service delivery.

2. Empower through trust. Ritz-Carlton leaders have 
created a culture of trust that begins with a methodical 
selection process that assesses and measures the talents 
of prospects against the talent levels of high performers. 
Once selected, leaders extensively train new hires in 
the operational aspects of their jobs and in the desired 
outcomes they want their employees to produce for 
customers.
 Once staff members understand those outcomes 
(memorable guest experiences and customer 
engagement), leaders step back and allow the frontline to 
create those outcomes for the customer. This is evidenced 
in the $2,000 per day, per guest authority given to every 
staff member, enabling them to do whatever is necessary 
to enhance a guest’s stay or recover service without 
seeking the approval of a supervisor.

3. It’s not about you. Since the 1990s, Ritz-Carlton 
executives looked outside their business to drive internal 
process innovation. They sought input from other 
world-class businesses through the Malcolm Baldrige 
National Quality Award evaluation process. Ritz-Carlton 
leadership not only benchmarks other businesses, but 
they invest heavily in systematic listening to their staff, 
customers and investors.
 Extensive data is secured from these sources and 
performance is measured against the engagement
level of guests and staff. Leaders understand that the 
more they listen to the needs of those they serve,
the more likely their staff will be to listen to the needs of 
the guests.

4. Deliver WOW. Ritz-Carlton leaders define the 
desired memorable and emotional connection of a guest 
as a “Wow” experience. Staff members are encouraged 
to personally affect guests in pursuit of this emotional 
intensity. The idea of a “Wow” experience hinges on 

delivering service that appeals to both the thinking and 
feeling aspects of the consumer. Twice a week, “wow 
stories” are presented during the lineup process. These 
stories range from herculean efforts made by staff to 
serve customers (such as constructing a ramp on their 
off time so a guest in a wheelchair could enjoy a sunset 
on the beach) to more subtle or smaller acts of care and 
concern. In all cases, excellent service is a reward unto 
itself. Whether a staff member works alone or with a 
team, service gives back to the giver— and those acts of 
giving are held up as examples of how well-defined values 
come alive through the efforts of staff each day. Leaders 
celebrate and cement culture by the stories they tell.

5. Leave a lasting footprint. From the onset, leaders 
at Ritz-Carlton sought to build a company with an 
enduring legacy. Social responsibility was not a trendy 
add-on but a component of its early mission statements. 
In addition to formal giving programs such as 
Community Footprints, The Ritz-Carlton has developed 
the Leadership Center to provide training programs in 
quality focus and service excellence to individuals from 
businesses large and small. Also, Ritz-Carlton leadership 
partners with hotel guests, vendors, and key account 
reps to celebrate those relationships and enable those 
individuals to participate with leadership in community 
outreach programs. 
 Consistent application of these leadership principles 
has led to legendary customer service and memorable 
and transformational experiences for all who come 
in contact with The Ritz-Carlton. In the context of 
your post-secondary leadership position, how might 
you strengthen your communication of core values, 
operationalize empowerment, benchmark excellence 
outside your institution, communicate desired service 
outcomes, and craft a lasting leadership legacy to be 
The New Gold Standard of Educational Excellence?

Joseph A. Michelli, Ph.D., is an internationally 
sought-after speaker, organizational 
psychologist, and business consultant. He can 
be reached at: The Michelli Experience www.
josephmichelli.com
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A
s a professor of organizational 

leadership and resource management 

(OLRM), I teach students in the 

areas of leadership development and 

human effectiveness in organizations. 

While other courses are offered in the OLRM discipline 

at Olympic College, the two mentioned above explore 

in detail the character of the leader and the personal 

and professional competencies required to succeed 

within the organization. It has surprised me that most 

of the texts I have either reviewed or chosen to use 

virtually ignore any significant treatment of human 

resilience. When the issue of resilience is mentioned 

it is only a cursory glance. For example, of the texts 

required for the courses I reference above (Daft, 

2009; Reece & Brandt, 2009), only 1 page (out of a 

total of 913 pages) addresses the topic of “welcoming 

failure” (Daft, pp. 185-186) and “resilience” (Reece 

& Brandt, pp. 343-344). These exceedingly brief 

treatments seem perfunctory at best and offer little 

help in understanding what resilience is or how one 

becomes resilient. Nowhere in these explanations 

does the reader discover the characteristics of 

resilience, how to learn critical coping skills that 

empower forward movement in the face of adversity, 

or why cultivating well-being is a critical component 

for success in the work environment, as well as life 

itself. The more I teach and interact with students, the 

more I realize that finding a way to communicate how 

an adult becomes resilient or engages in practices 

that resemble resilience is absolutely crucial to self-

esteem and vocational drive.

 The paucity of printed information about resilience 

and well-being is quite ironic, given the fact that the 

OLRM discipline is attempting to facilitate learning for 

students who aspire to succeed in the complex and 

often grinding milieu of business organizations. In all 

of the courses I teach, students seldom understand 

much about the markers or characteristics of 

resilience. They may be marginally familiar with the 

definition of the word resilience but have no grasp 

of why it is vitally important to survival and success. 

To my query about the meaning of resilience, 

classes usually respond that it’s about “bouncing 

back” from difficult circumstances. Few students 

understand much more than that. They have no deep 

awareness that resilience is an experienced or lived 

phenomenon, that it is the challenging self-movement 

into and through failure despite overwhelming feelings 

of desperation, disappointment, and helplessness. 

Most definitely do not recognize how resilience could 

significantly impact their current and future lives.

 Perhaps due to the condition of our economy 

and the rising tide of unemployment, coupled with the 

demographics of Kitsap County, many of the students 

I encounter seem too fixated on what they have going 

against them to be able to envision possibilities and 

opportunities. Perhaps this is true of the students you 

R E S I L I E N C E  A N D  W E L L - B E I N G

RESILIENCE AND 

WELL-BEING:
What is it? Why is it important? 

How do we teach it to our students?
by Jeff Yergler
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instruct as well. I often find myself inwardly blanching 

at the stories of hardship, despondency, indifference, 

and self-engineered failure that have virtually locked 

down students from believing in themselves or 

that they can achieve a better quality of life. I see 

the struggle in their eyes. I sense hopelessness in 

their voices. Despite their best efforts and loftiest 

aspirations, they see themselves making little to 

no progress in their lives. The headwinds seem 

too stiff and growing stiffer. The barriers appear 

insurmountable. And the odds feel increasingly 

stacked against them. They have come to believe that 

they lack the talent, the money, the pedigree and the 

connections that open the right doors for others but 

not for them. 

 In light of my own experiences, I want to share 

with you the approach I have taken to provide a type 

of “immunization” against the soul-eating disease 

of negativity that too often derails students. In every 

course I teach, I build into the curriculum a minimum 

of one full lecture and discussion on three critical 

areas that directly address personal and professional 

growth in the face of adversity. These three related 

areas are resilience, thriving and posttraumatic 

growth: resilience addresses how to create an 

environment that promotes emotional health and a 

focus on opportunity despite adverse circumstances; 

thriving addresses how to foster new change as a 

direct result of personal setbacks; posttraumatic 

growth addresses the positive gains that can emerge 

from traumatic and devastating events. Significant 

scholarly research supports the efficacy of all 

three areas, and my own experience confirms the 

usefulness of these concepts. Thus, I would invite you 

to discuss with others in your discipline or academic 

department how students might significantly benefit 

from exposure to these three concepts and how 

they connect to perseverance and tenacity in view 

of predictable yet formidable obstacles. Even a basic 

foundation in these precepts would give students 

a compass to better navigate the unexpected 

vicissitudes of everyday life and professional 

advancement.

Understanding and Experiencing Resilience

 Resilience is defined as a dynamic process 

encompassing positive adaptation within the context 

of significant adversity (Luther, Cochiti & Becker, 

2000). Positive adaptation means the ability to 

adjust or respond to adversity in such a way that 

emotional and cognitive equilibrium is maintained. 

Instead of being completely derailed or paralyzed by 

unanticipated and difficult circumstances, one is able 

to understand and rally the resources necessary to 

move through crises successfully. My own experience 

with significant adversity has convinced me that 

adapting to sudden and unexpected setbacks does 

not come naturally for most adults, especially those 

adults who have not learned coping skills during 

critical developmental periods such as childhood and 

adolescence. It must be learned and incorporated 

into one’s approach to daily living. The question then 

becomes, “How do adults learn resilience?” 

Research on Adults and Resilience

 The research on resilience formally began by 

studying resilient children, specifically, how children 

who were subjected to adverse family situations 

(such as poverty, uneducated parents, mental illness, 

R E S I L I E N C E  A N D  W E L L - B E I N G
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alcoholism and divorce) managed to negotiate these 

significant barriers and emerge as successful adults 

(Tedeschi & Calhoun, 1998). This line of research 

which focused on the benefits of adversity signaled a 

fundamental shift in developmental psychopathology 

from a preoccupation on deficits or pathology to 

a focus on strengths (Lepore & Revenson, 2006). 

In her landmark longitudinal study, Werner (1989) 

showed evidence that, while a majority of children 

who experienced extremely difficult environments 

developed behavioral and learning problems, a full 

third matured into healthy and well-adjusted adults. 

The characteristics which created this capacity to 

move through adversity included strong social skills, 

building on successive coping successes, a stronger 

sense of self-efficacy and self-esteem (Rutter, 1987; 

Garmezy, 1985). In other words, as some children 

learned to manage adversity, they tended to become 

more confident and skilled at continuing the practice 

into adulthood. 

  Lepore and Revenson’s (2006) evaluation is 

very helpful in further understanding what facilitates 

resilience in adults. They identify five domains or 

research trends that figure prominently in resiliency. 

The first domain is the personality characteristic 

of dispositional optimism which is defined as “the 

stable, generalized expectancy or belief that one 

will experience good things in life and that future 

outcomes will be positive” (p. 31). Dispositional 

optimism is expressed in the following ways: the 

willingness to try harder, the ability to reframe 

negative experiences in more positive ways, the 

tendency to discover benefits in adversity and to 

remind oneself of those benefits (Affleck & Tennen, 

1999), knowing when to jettison unattainable 

goals or even worldviews that no longer apply and 

look for new ones and a strong social network of 

relationships providing enhanced social resources 

(Lepore & Revenson). 

 The second domain is resilience-promoting 

environments or how key social influences 

surrounding the individual promote resilience. Lepore 

and Revenson (2006) suggest three environmental 

qualities that advance the development of resilience: 

environments that encourage physical and mental 

health; environments that champion normative 

development; and environments that cultivate social 

cohesion and social capital. I have found evidence 

aplenty that underscores Lepore and Revenson’s 

emphasis on the importance of environment. 

Many students, while seeming to possess the 

necessary drive to perform well academically, are 

often surrounded by toxic and acrid environments 

which can dismantle academic focus and vocational 

aspiration. This should serve to remind those of us 

who teach that many factors beyond the classroom 

may influence, even mitigate against, a student’s 

academic performance.

 The third domain is safe social environments that 

promote coping. Lepore and Revenson (2006) note 

that individuals who have access to others with whom 

they can self-disclose are more resilient than those 

who do not. This accessibility to supportive others 

and subsequent self-disclosure builds a strong social 

network in which the individual can be encouraged, 

explore alternatives for action and alleviate emotional 

distress. When students have champions and 

supportive advocates, as opposed to consistent 

interaction with people who are indifferent or even 

hostile to their success, they stand a far greater 

chance of flourishing in and beyond the classroom. 

 The fourth domain is social capital or the 

presence of institutional structures rooted and 

grounded in the community which are available to 

resource the individual (Lepore & Revenson, 2006). 

Religious institutions, community organizations, 

strong schools, cohesive neighborhoods, available 

health care and a responsive social service network 

can provide supportive and timely resources to the 

individual facing life’s turbulence. When the resources 

are visible and accessible within a community, they 

foster the development of resiliency by offering 

My own experience with significant adversity has convinced me 
that adapting to sudden and unexpected setbacks does not come 
naturally for most adults, especially those adults who have not 
learned coping skills during critical developmental periods such 
as childhood and adolescence.
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dynamic and timely “social connections and 

a synchronization of resources” (Lepore & 

Revenson, p. 34). For example, for both members 

and community visitors, religious organizations 

offer emotional and monetary support, spiritual 

counsel, relational networks and meaningful 

connection to outreach or “mission” enterprises, all 

of which promote a sense of personal significance 

and worth. Habitat for Humanity is another 

example where community volunteering connects 

a person with a worthwhile mission and also with 

other like-minded individuals. The point here is to 

understand how meaningful activity strengthens a 

person’s sense of purpose and value. 

 The fifth domain is the physical environment. 

While this domain has not been thoroughly 

researched, Lepore and Revenson (2006) remark 

that it holds promise in promoting resilience. I 

agree. Specifically, natural surroundings which are 

conducive to self-reflection can be conduits of 

rejuvenation and restoration. A sanctuary - a safe 

and generative place to which one can retreat, 

focus, self-disclose and consider options for 

personal growth - may foster resilience.

 These five domains serve as important 

factors that can catalyze the emergence of 

resilience. Based on my experience in the 

classroom, regardless of whether or not these 

five domains are in place (and often times they 

are not), students benefit greatly from simply 

understanding the potential value of these key 

factors. It is important to note here however, that 

the research on how to teach resilience to adults 

is lacking and inconclusive. The scholarly studies 

I have reviewed are fundamentally descriptive; 

they focus only on explaining the characteristics 

of resilience in children and/or adults as well as 

the life experiences that lead to the emergence of 

resilience. In light of this, my concern has been to 

identify information on resilience and intervention. 

The question I wish to resolve is: How do we 

facilitate in adults the acquisition of new cognitive 

and behavioral tools which hold the potential 

to break through personal and environmental 

barriers that sabotage tenacity and slacken the 

will to succeed? In short, how do we create 

resilience capacity with non-resilient adults? The 

good news for community college instructors is 

that the work of Carol Ryff (1989) on well-being 

has proven to be a promising resource that offers 

excellent insight into the challenge of cultivating 

resiliency in adults. Our best approach is to see 

our task of cultivating resilience as an intervention 

using Ryff’s approach on teaching adults the 

characteristics and practices of well-being.

Summary

 There is much more work to be done in the 

area of promoting an understanding of well-being 

and resilience with the students in our community 

colleges. The unique mission of the community 

college creates the kind of learning environment 

where academic learning can be strategically 

connected with the insight needed to survive and 

excel in an increasingly difficult world. To teach 

in this environment, working with these students 

toward these critical ends is both a responsibility 

and a privilege!
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A LIFE’S JOURNEY FROM A 
STRENGTHS PERSPECTIVE

First Generation Students: 
Stories of Hope and Resilience

We all have those times. Life takes a turn 
and somehow we need to find the strength 
to navigate a path through the difficulty. 
But what if the strength we find is a part 
of us from the very beginning? What if 
it is not just some generic strength, but a 
specific talent, an innate part of us that 
helps navigate our life’s journey? 

I found such strengths in the stories of ten first-generation 

students who were faced with significant challenges in 

their lives, yet somehow found a way to not only enroll 

in college, but experience the transformational effects of 

higher education. The topic I selected for my dissertation 

was to explore the pre-collegiate and collegiate experiences 

of ten first-generation college students. Having been a first- 

generation college student myself, I was struck in my role 

as Director of Student Support Services by the difficult 

journey of today’s first-generation students. The obstacles 

to higher education seemed overwhelming, with stories 

of painful past life experiences and an educational system 

that failed to prepare them for even the dream of college 

enrollment. My study was designed to provide a voice for 

these students through research. I had just completed a 

series of interviews for my study when I learned of the work 

of Donald Clifton and the Gallup Organization.

 Attending the Chair Academy in February 2007, I 

discovered the strengths movement. Although I had picked 

up a copy of the book Now, Discover Your Strengths years 

before, it was one of those books I intended to read, but 

never found the time. A requirement of the Chair Academy 

was to complete the StrengthsQuest inventory, which 

offered true insight to behaviors I have exhibited my entire 

life. Sharing the stories I had collected for my dissertation, 

Dr. Idahlynn Karre suggested looking at the data from a 

strengths perspective. From that one suggestion, the stories 

I collected took on an entirely new meaning. 

 Seven of the students interviewed for my dissertation 

took the StrengthsQuest inventory, approximately six 

months after I had conducted the initial interviews that 

explored their pre-collegiate and collegiate experiences. 

When the students reported their top five themes 

identified through the StrengthsQuest inventory, I wasn’t 

sure if any connection would be found with their stories. 

But as I examined their stories, it became so clear. All 

seven students demonstrated the use of their strengths, 

in good times and bad, to navigate their lives. This article 

will explore one student’s life journey of strengths.

BY T H E R E SE L A SK
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One Life’s Journey
 The summer issue of Leadership featured Mike Borden’s 

life journey to higher education. Beginning in elementary 

school, Mike experienced a series of painful experiences 

with education that led him to dropping out of school after 

repeating the ninth grade. For the next 33 years he worked 

a variety of jobs, the majority of positions in the field of 

welding. Beginning in 2004, Mike experienced what he 

describes as “the perfect storm.” After a three-year bout with 

cancer, his wife died, leaving him with two young daughters 

to raise. Prior to his wife’s death, the family could not make 

mortgage payments, lost their home, and moved into a small 

house donated by a local church. The next blow occurred 

when Mike lost his job with a major construction company 

and was placed on unemployment. Out riding his bicycle one 

day, Mike took a wrong turn and ended up on the community 

college campus. Spotting the building on campus that housed 

the welding program, Mike went into the building and met an 

instructor who encouraged him to apply for admission and 

declare welding as his major. Having been a welder for part 

of his life, Mike saw college as the opportunity for a better 

future. Examining his life through a strengths perspective 

offers insight to just how Mike navigates his life.

A Strengths Perspective
 Developed from a positive psychology perspective, the 

Gallup Organization has spent forty years researching and 

identifying the most prevalent human strengths. Based on the 

identification of 34 talents, the StrengthsQuest assessment was 

developed to assess the individual’s innate themes. The results 

of this assessment provide the individual with an overview of 

his/her top five themes. Cultivated with knowledge, skills and 

practice, these innate talents grow into strengths. 

 As a follow-up study to my research on first-generation college 

students, Mike took the StrengthsQuest inventory to assess his 

top five themes. After taking the inventory, he provided me with 

the results of the inventory. His top five themes are positivity, 

adaptability, woo, empathy and self assurance. Using the 

descriptions of the 34 themes provided in StrengthsFinder 2.0 

(Rath, 2007), I coded his stories based on these five themes. My 

findings demonstrate the prevalence of all five of these themes, 

illustrated through various experiences in his life. 

 According to the definition provided in StrengthsFinder 

2.0 (Rath, 2007), individuals with positivity are “always on 

the lookout for the positive in the situation” (p. 141). Armed 

with a high level of energy, individuals with positivity rarely 

feel down, even when setbacks occur. Mike’s life story clearly 

demonstrates how he taps into his positivity to overcome 

painful life circumstances. Although any one of these 

circumstances is extremely difficult the combination can be 

devastating. Mike describes how he tapped into the strength 

of positivity during this period of life to cope with such 

difficult circumstances. He explains:

Perfect storm. It’s the perfect storm. So many things happened 

in 2004. Of course, my wife died. Prior to her death, I had set 

a date to quit smoking and it just so happened that my quit 

date was 10 days after her death. And I’m glad it wasn’t before 

cause I don’t think I would have made it. But that was another 

major change in my life. Her death was one of the biggest ones. 

If something happened to me, there would have been nobody 

to take care of my daughters. And so with that and with the 

company laying me off, it was the fact that I’m middle aged now, 

you know the mid-life crisis, I don’t know what it is, what do we 

call it? 

 Utilizing the strength of positivity, Mike tapped into a 

second strength of adaptability while making his decision 

to enroll in a community college. Adaptability can be 

described as possessing the ability to live in the moment. An 

individual with this strength will move towards the future 

making one choice at a time (Rath, 2004). Riding his bike 

through a community college campus one afternoon shortly 

after his wife had died, Mike stopped by the welding building, 

thinking he might see about building a new bike. Instead, due 

to a chance meeting with a welding instructor who offered him 

encouragement, Mike decided to enroll in college. Mike voices 

the strength of adaptability as he shares his family’s reaction to 

his decision to enroll in college:

Dad is a bit suspicious of the whole thing. Mom is like, “well okay 

but how are you going to make a living?” And you know their 

biggest concern is how we’re going to take care of these kids while 

I’m going to school. Yeah. I don’t know. I honestly don’t know 

how it’s happening, but it’s happening. I had two daughters left 

at home, one still in high school, one’s in the second grade. The 
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high school daughter, of course, is going through everything 

that a high school daughter’s going through at this time. She 

just lost her mother. So she’s struggling but she’s thinking this 

is pretty cool that her dad is going to college. The youngest, 

she eats it up. She loves it. Especially, I think this particular 

college is unique where she’s welcomed here on campus.

 Both of Mike’s strengths, positivity and adaptability, are 

intertwined during an incident that occurred during the 

ninth grade. Mike was doing better in school after repeating 

the ninth grade. He credits his girlfriend, who became his 

future wife, with helping him to focus on academics. Mike 

explains an experience with his speech class:

I was in a speech class and I did really good in that class. I 

remember knowing I was going to make some pretty good 

marks in this class. Then the teacher from the building 

trades department came and pulled me out of the class and 

was talking to me. He said, “you would be better off over 

here” and so they pulled me out. I wasn’t getting the marks 

and I was the guy that you marked as, “let’s get him a job 

with a shovel.” I remember that speech class and giving my 

first speech and how excited my teacher was about it and 

because I did it the way she told us to do it. I was making 

a great speech. Well she was really fired up about it. I was 

like, “wow”. I thought, “well okay, I’ll go over here and I’ll 

do whatever you say. You know, I’m just dumb white kid. 

Yeah. So, they just goofed up. They goofed up, they made a 

mistake. I’m not one to point fingers but I think they made 

a mistake”.

 The StrengthsQuest inventory identified Woo, or winning 

others over, as Mike’s third strength. Woo can be defined as 

being drawn to strangers in such a way that an individual 

is energized by making the connection. After meeting a 

stranger, an individual with woo can be content moving 

on, with the challenge coming from the meeting of new 

people (Rath, 2004). Mike’s description of his experience in 

elementary school demonstrates how he taps into woo.

First and foremost I sucked at going to school. I’ve always 

considered myself academically stupid. I struggled through 

school from day one, from the first grade on. Keeping up with 

the writing, the arithmetic, and the grammar has always been 

a struggle for me. I excelled in having friends and I excelled 

at recess. And I did good with that. I excelled at story-telling 

and I excelled in writing. If I could read my story to you that 

I wrote I would have the class in the palm of my hand.

 Empathy, or the ability to truly feel the emotions of 

others, is Mike’s fourth strength. Individuals with empathy 

sense the emotions of those around them, and possess the 

ability to communicate what another person is feeling 

(Rath, 2004). A specific incident that occurred when 

Mike was in the third grade demonstrates the strength of 

empathy. The elementary school Mike attended became 

integrated, with three African American students in 

his third grade class. The first day of school, the teacher 

selected the story “Little Black Sambo” to read to the class. 

Mike vividly recalls when the teacher read the racial slur in 

the story, all the children turned to look at the expressions 

on the three students’ faces. He describes a “kinship” he 

felt with these three students, feeling he was labeled too “as 

the guy you just hand a shovel.” Mike explains:

We couldn’t care about that stuff. We were kids. And the boys 

could play ball, they could catch, the little girl was sharp as 

a whip, but did she ever get called on in class? Never. I never 

saw their papers but I’m assuming that they got minimal 

remarks. And, so, yeah, a lot of mistakes in school. That’s the 

kind of mistakes I saw. 

 Self assurance is identified by the StrengthsQuest 

inventory as Mike’s fifth strength. Self assurance can be 

described as not only having confidence in your abilities, 

but faith in your judgment. Self assurance transcends 

confidence, since individuals with this strength are able 

to take risks, pursue new challenges, and deliver strong 

results (Rath, 2004). Mike offered two concrete examples 

of how he taps into his strength of self assurance. The first 

example stems from his experience serving as student body 

president for Aims Community College. Mike describes 

his experience as his greatest success in college:

You know who would have thought? Who would have 

thought? That’s huge, that’s huge stuff. And I’m good at it. 

I am. I’m good at it. I find I’m a fairly good problem solver, 

I’m a pretty good people manager, I’m managing my office, 

I’m managing most, I would say I’m managing all of my 

executive board as well as could be expected, you know. It’s 
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awesome. It’s almost daily something comes up. There’s a 

student somewhere or something on the executive board that I 

have to deal with. And I’m learning about office protocol and 

what needs to be done and I’m finding out that when I go in 

front of the board of trustees every month that I can do it and 

I can do it well. 

 The second example of Mike’s self assurance is 

demonstrated by a description of how college has changed 

his life. After seeing himself as a “labor guy” for most of 

his life, college has changed Mike’s view of his life’s goals 

and direction. 

My hands are softer. I don’t bleed as often. My thinking process 

…I believe I’m more open minded to look at things in a whole 

lot of different ways than I have before. My entire thought 

process as far as analyzing a situation and my ideas of who and 

what I am has changed. When the time comes I will be able to 

write a report. I’ll be able to write it well. When the time comes, 

I will be able to stand in front of a classroom and I will be able 

to teach them and teach them well. Cause I’m gong to take a lot 

of things with me that I want to get here and I’m going to take 

something that a lot of our professors won’t have, and that’s real 

life experience ina real hard, real cold world.

The Role of Strength
 The themes of positivity, adaptability, woo, empathy 

and self assurance were all evident as Mike conveyed his 

life experiences. Positivity, or the ability to always see the 

positive in any situation, helped Mike to endure “the perfect 

storm” of losing his wife to cancer, losing his home and job 

only to find the positive by enrolling in community college. 

Adaptability, or discovering the future one decision at a time, 

is also illustrated in this decision. Not even knowing how he 

would pay the bills and raise his daughters, Mike knew the 

choice of college enrollment would open the door to a better 

life. Mike’s ability to win others over (woo) is demonstrated 

as early as elementary school, with his ability to read a story to 

class and have them in the palm of his hand. The connection 

with the three African American students in his third grade 

class demonstrates empathy, or the ability to truly feel the 

emotions of others. Having been humiliated by the teacher 

reading Little Black Sambo the first day of school, Mike felt a 

connection with these students, believing he too was labeled 

by the teacher. Self assurance or the ability to take on new 

challenges is demonstrated through how college has changed 

his life. Reaching the age of 50, Mike realizes after all the 

difficulty he experienced in 

education that he too has the 

ability to learn.

 The article represents a 

mere snapshot of how Mike 

Borden demonstrates the 

use of these strengths his 

entire life. The innateness 

of these themes are evident, 

demonstrated by the stories 

told without knowledge of 

the existence of themes, 

strengths and talents. But 

what if he knew specifically 

what these themes were, 

as he ventured down life’s 

path? What if he developed 

an understanding of how 

these themes could be 

tapped into during various 

life circumstances? Would 

life be different? Life might 

not be different, and the 

path may remain the same. 

But my guess is life could  

be enhanced. 
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career was being 

inducted into 

Phi Theta Kappa, 

the national 

honorary.
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T he Nova Scotia Community College is the 
provincial college of Nova Scotia, Canada 
with 13 campuses and approximately 
25,000 learners. The college provides 

diverse learning opportunities across 110 program 
areas from access to advanced applied research.
 How do we tell you about the NSCC journey so that 

you can live it with us; be present the day we celebrated 

our new strategic plan; listen in the room as learners 

share their portfolios; or be part of the momentum that 

began with learning centeredness, evolved through 

portfolio, appreciative inquiry, employee engagement to 

emergent momentum in a strengths based organization? 

We believe that an organization’s culture is shaped and 

created by all the people within it and is reflected in 

the structures, processes and policies of the institution. 

Each part of the whole offers a unique perspective on 

the mosaic of the kaleidoscope. Below we have offered 3 

turns of the NSCC kaleidoscope that provide insight into 

our organization. There are many other rotations we can 

share that reflect a strengths based approach, especially 

in our teaching and learning work. 

Joan’s Story
 Let me begin with the story of NSCC strategic 

planning. Many things happened before and profound 

influences have occurred since, but it is a place to 

start. When I came to NSCC as the new President, I was 

drawn to an organization that had at its base learning 

centeredness and portfolio education. I wondered how 

we could maximize the incredible human, learning and 

organization momentum that already existed. I have a 

simple belief that strategic 

plans should live in the 

hearts and minds of an 

organization because 

it is there that our soul 

resides. We decided to use 

Appreciative Inquiry for 

the planning process. 

 We discovered. We 

asked our employees: 

“What made them proud 

to be part of NSCC and 

how could we get more of that?” We asked our students: 

“Why they came to us and if they had three wishes for 

our future what would they be?” We asked our external 

partners “What would we look like in 2012 if we were 

supporting the vibrancy of their businesses, industries 

and communities?” We undertook research papers on 

world wide educational innovation. 

 We dreamt. When all this was done and the themes 

were analysed we began to create a new vision: “NSCC 

learning will blend learning, community service and 

work in ways that put them at the innovative edge of the 

global economy, where the world places a premium on 

knowledge, imagination and skill. In essence, education 

without boundaries.” 

Peering Through the Kaleidoscope:
Emergent Design, Emerging Strengths at 

the Nova Scotia Community College
By Joan MacArthur-Blair, Janet Byrne, and Claudine Lowry

We see AI being 
used as an essential 
leadership tool in 
the organization 
for fostering success 
in achieving the 
outcomes of our 
strategic plan
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We designed. We 

developed three 

primary strategic 

directions to guide 

the organization: 

learning, capacity and 

future. Then we celebrated. 

We came together as an entire 

organization to launch the new 

strategic plan and share in what  

we had built. 

 We continue to deliver, by expanding Appreciative 

Inquiry and focusing our energy on building from our 

individual and collective strengths. We see AI being 

used as an essential leadership tool in the organization 

for fostering success in achieving the outcomes of our 

strategic plan. For example, the College has entered 

into an agreement with a town in Nova Scotia to help it 

become a living arboretum. This idea is only limited by the 

imagination of a town and NSCC’s learners.

Janet’s Story
 I came to NSCC seven months before Joan, with 

a mandate to “re-imagine” how NSCC provides human 

resource services in a learning centered college that 

is committed to attracting, retaining and engaging 

employees, and being a really great place to work.

 Since that time, our team in Employee Services has 

reframed our service delivery model, and realigned our 

roles to better serve the College, while playing more to 

our and the 

organization’s 

strengths. 

Our transition 

was an 18 month 

journey of aligning our 

strengths with new roles, 

developing and supporting 

one another, process improvement 

and program realignment in response to 

the needs of employees serving learners. This shift in 

service delivery was necessary in establishing a foundation 

for us as a College to rethink our ‘people practices’ in the 

context of learning, portfolio and strengths. 

 As I reflect on our progress, we’ve made some 

important changes in collaboration with colleagues – 

changes that could only happen through appreciative 

inquiry and looking through the lens of strengths with our 

partners from academic, student and administrative units. 

THREE EXAMPLES COME TO MIND:
 1. One of the most symbolic changes in people 

practice came with the elimination of our performance 

evaluation process, replacing it with a strength-based 

Employee Success Program with clear goals and a spirit 

of shared ownership.

 Implementation is ongoing, and is built on a 

foundation of dialogue and understanding of the program 

philosophy and intent, as well as focused attention to 

understanding more about our strengths and talents. As we 
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listen in the hallways and meeting rooms of our campuses, 

the strengths conversations are alive and building 

momentum across our College.

 2.   Our approach to measuring employee engagement

has been entirely built on strengths, from the external 

benchmarking against the ‘best’ employers to understand 

what differentiates us, to the internal survey to ‘dive 

deep’ in understanding our 

strengths as an organization. 

Our framework for action 

is based on identifying 

priorities to build on 

strength, and engaging 

everyone in the conversation 

and forward planning. 

   3.  Another area we’ve

started to experiment with is 

the alignment of strengths 

and portfolio in our hiring

practices including using 

strengths in the hiring 

of two new executive 

positions. We are learning 

that as Canada’s Portfolio 

College, hiring people who 

understand the philosophy 

practices and product 

of portfolio learning is a 

tremendous indicator of fit 

and subsequently, retention 

and success. Further, 

engaging in dialogue with candidates about their talents 

and strengths is a meaningful way to get to know them, 

not just in terms of ‘what’ outcomes they will achieve in 

the role, but ‘how’, and when we can expect to see them 

at their best at NSCC.

 I believe these changes are only the tip of the 

iceberg in terms of the potential of strengths approaches 

in workforce development at NSCC. Whether it’s thinking 

about how we organize ourselves to achieve outcomes 

anticipating our future workforce and leadership planning 

needs, or advancing our values related to diversity 

and inclusion, strengths is clearly a means to our end. 

Networking the organization – bringing together the 

strengths of people across different units to achieve 

College outcomes, regardless of hierarchy or department, 

is being embraced as the path to achieve our shared goals.

Claudine’s Story
 In my heart I feel I have always been part of the 

ethos of NSCC. We in Organizational Learning live a 

philosophy and practice of learning that is holistic: 

encompassing heart, head and hands. At NSCC, learning 

is for everyone and each one of us contributes to the 

student learning process. Appreciative Inquiry and the 

Strengths Based approach integrated with Portfolio 

Learning and Learning-Centered concepts inform and 

enhance adult education practices that encourage 

transformative learning. The emphasis on self-reflection, 

strengths identification, critical inquiry and beginnibg 

with ‘what works’ are key ingredients in creating 

hope and passion for our vision of education without 

boundaries. This orientation finds expression in all of 

our learning initiatives, from Leadership Development 

Institutes to Faculty Development, Support Staff 

and Facilities Learning Conferences, The Leadership 

Exploration & Awareness Program, needs assessment for 

Academic leaders, and other spaces for learning, most 

importantly, in our classrooms

 It was upon this holistic philosophy that one of the 

College’s key innovations - NSCC’s Faculty Learning 

College Portfolio - emerged. This unique program is a 

five year learning journey that focuses participants on 

engaging in significant learning in four key currency 

areas: Occupational/Professional; Teaching/Facilitating 

Learning; Organizational; Portfolio. The self-assessment 

is based on strengths, and the learning plans are defined, 

applied and shared using appreciative inquiry. This 

concept has been embraced by College employees and 

we are now working together to develop Learning College 

Portfolios with the broader employee community. 

 The work that we as a College have done around 

Strengths and Appreciative Inquiry finds expression in 

our annual Festival of Learning, where employees come 

I believe that a 
positive view 
balanced with a 
spirit of inquiry and 
a focus on strengths 
aligns with the best 
practices of adult 
education. Working 
with experience, 
creating meaning, 
sharing, applying 
learning, and 
creating options 
for learners, are 
fundamental to 
Appreciative Inquiry 
and Strengths work. 
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together to celebrate and share learning. 

 As we begin to envision the future of employee 

development, Appreciative Inquiry and Strengths are 

framing our discussions, providing the structure for 

programs, and integrating content that aligns and links 

Appreciative Inquiry, Strengths, Portfolio Learning and 

Learning-Centeredness. Our learning programs support 

and shape College culture, have a proven capacity to 

transform, and enable the emergence of an aligned 

and integrated approach to creating a strength-based 

organization. Our Community College Education 

Diploma Program is one of many College’s investments 

in our employees. The program engages people in the 

dialogue about teaching and learning and co-creates the 

appreciative culture of which they are a part.

 I believe that a positive view balanced with a 

spirit of inquiry and a focus on strengths aligns with 

the best practices of adult education. Working with 

experience, creating meaning, sharing, applying learning, 

and creating options for learners, are fundamental to 

Appreciative Inquiry and Strengths work. 

The future
 For us the result 

of the evolving 

organizational focus on 

the reflective power of 

portfolio, the benefits 

of undertaking an 

appreciative stance 

and focusing on our 

strengths, is about ever 

increasing positive 

momentum. We see a 

stronger and stronger 

focus on learning 

for our students and 

ourselves; an increasing drive to build our personal and 

organizational capacity by focusing on our strengths; 

a focus on the possibilities that the future holds. We 

collect evidence based results that our learners are doing 

well (over 91% employed); that employers are satisfied 

with our graduates (94% Employer Satisfaction) and our 

employees are engaged (83% employee engagement, and 

85% of NSCC employees believe we are able to apply our 

individual strengths and talents at work). 

 We are working to leave a legacy born from strengths 

that will outlast the current organizational structure, 

the people that support it, and will seed an evolutionary 

response to the possibilities of education. 

 The NSCC journey is emergent and evolving and we 

remain focused on the idea that it takes the strengths 

of all of us to provide one learner with their dream and 

transform lives through education. 

As Director, Employee Services at NSCC, Janet Byrne is accountable for 
supporting the achievement of College priorities related to building 
people capacity. Key areas of focus include workforce strategy in support 
of ‘education without boundaries,’ leadership of the Human Resources 
service delivery model, and the design of policies and programs that 
facilitate recruiting and retaining talented employees. 

Dr. Joan McArthur-Blair, President of the Nova Scotia Community 
College, is an educator with over 20 years experience in post-secondary 
education. She is a strong advocate for the unique work of community 
colleges and believes that access to education is the most powerful force 
for social good in our community. She has a special interest in leadership 
and volunteers her ideas and knowledge to develop and mentor future 
education leaders.

In her capacity as Dean of Organizational learning at NSCC, Claudine 
Lowry is responsible for the design, delivery, and evaluation of College 
learning programs and initiatives that support the strategic directions of 
the College. These programs and initiatives for all employees across all 
campuses and units in the College increase NSCC’s capacity to create the 
future for “education without boundaries”.

These leaders’ reflections have also been printed in the Ai Journal. Joan, 
Janet, and Claudine can be reached by contacting Nova Scotia Community 
College, Halifax, NS, CA

We are working to 
leave a legacy born 
from strengths that 
will outlast the 
current organizational 
structure, the people 
that support it, 
and will seed an 
evolutionary response 
to the possibilities of 
education. 

P E E R I N G  T H R O U G H  T H E  K A L E I D O S C O P E
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L
ike most folks, I’ve been struggling to make 
sense of what seems to be happening these 
days. Between the political badgering that is 
commonplace amongst pundits, the threat of 
global warming, worries over expanding my 

carbon footprint and now the economic meltdown that is 
affecting me and my neighbors around the world—well 
let’s say my glass is running empty of happy pills. This week 
I was able to regain some perspective and it came from an 
unexpected source; a panel of community business leaders 
and activists at a Chamber luncheon I attend each month. 
The panel members were simply asked to address issues 
about the economy and offer some suggestions for getting 
through the months ahead.  I was impressed by the well-
reasoned suggestions the panel made and more than a little 
dismayed that the high paid analysts I listen to or read each 
day lacked their insight.  Here are the points they made.

This is NOT the Great Depression. Don’t 
confuse what’s happening today with the Great Depression 
when unemployment reached 25% and over 8,500 banks 
collapsed.  Times are bad, in some communities very bad, 
but we are so much better off and better able to deal with 
this kind of situation that we were in the 1920s and 30s.  
The future looks bright even though the light may be more 
distant than we’d like.

Treat your customers better than 
ever—market share is perishable— 
it’s something to protect now more 
than ever.  As consumers become more particular 
about how and where to spend their money—don’t provide 
them with any excuses to write you off their list.  In fact, 
you may want to overextend yourself to improve on the 
feeling of goodwill—think Jimmy Stewart and the holiday 
classic—It’s a Wonderful Life—you know the scene where 
there’s a run on the bank; Jimmy and Donna dip into their 
life savings to honor customer withdrawals. Talk about 
commitment!

Pay attention to fundamentals—make 
sure you take measured risks, pay as you 
go, don’t overreach or extend yourself.  
In particular don’t yield to any temptations that risk 
threatening your core values, beliefs or ethics.  Remember, if 
YOU don’t really believe in what you’re doing and stand for, 
neither will your customers or employees! Appreciate what 
you have—COMMUNICATE!—Identify your strengths 
and leverage them to the fullest.  Recognize the stress this 
economic crisis is causing and take time to do something 

to relieve it both personally and for any of your employees.  
Ongoing discussion groups, an extra measure of candor 
without being an alarmist, truth sharing, etc.; in sum, keep 
the information lines open and active—BE POSITIVE! 

Continue to plan and invest in the 
future—someday tomorrow will come and those 
agencies and institutions that have continued to plan and 
invest in the future will be in the best position to excel.  
“Failing to plan is planning to fail”—think strategically, 
avoid the easy cuts today that sacrifice your future—keep 
some part of yourself and/or your company focused on 
tomorrow.

Laugh!—there’s a whole lot going on 
in the world that’s NOT funny. If we don’t 
take time to seek out and appreciate the humor in our lives, 
we become very sad and inwardly focused people. This 
condition, in time, infects our organizations.  Building 
and sustaining an engaged workforce requires, among 
other things, people that feel good about coming to work 
each day, not just for the paycheck, but for the work itself 
and the people we get to hang-out with. It’s essential that 
we feel productive, appreciated and confident that our 
contribution counts for something—it makes us happy and 
happy allows us to laugh even in the face of troubled times.        

 These musings come from local folks, people like you 
and me. My guess is they are representative of the thoughts 
many hard working folks have in communities around the 
world. Like us, they are simply trying to get through each 
day with a smile on their face and a little hope in their heart.
 My wish for you today and as we move through this 
season, is that a smile grace your face and you make room 
for an extra measure of hope in your heart--hope that the 
future will be brighter; full of promise and opportunity.
 In a few months we’ll have a chance to gather in 
Nashville to compare notes. The agenda will provide lots of 
opportunity to listen, learn and share. You are the difference 
makers in your communities. You are the folks we rely on to 
seize the day, point the way and lay claim to the future. Let’s 
go after it, not wait for it to come to us—with a smile on 
our face and hope in our heart.

A Leader’s Reflection Main Street Musings
By Richard Strand

Dr. Richard N. Strand is the Dean for Business and Technology 
at Olympic College in Bremerton, Washington. Richard 
will be the Master of Ceremonies for our 2009 International 
Conference in Nashville, TN. He can be reached at: 360-475-
7360 or rstrand@oc.ctc.edu
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AUTHOR AND ORGANIZATIONAL 
CONSULTANT BARRY CONCHIE 
Barry Conchie is Principal Leadership 
Consultant with Gallup. In his role, he 
directs Gallup’s global research, education, 
and development work on leadership. 
He also provides analysis, insights, and 

measurement for individual executives and leadership teams in 
the areas of recruitment, succession planning, personal and team 
growth, workplace and customer engagement, and performance 
management. His consulting insights help leaders and their 
teams apply their strengths to achieve organic growth for their 
organizations.
 In addition to speaking and presenting on strengths 
and leadership, Conchie delivers many of Gallup University’s 
leadership seminars. He designs curriculum for leadership 
programs that meet the development needs of Gallup’s client 
organizations. He is also a key contributor to the Gallup/University 
of Nebraska-Lincoln MBA program in executive leadership.

AUTHOR AND RESEARCHER 
JOSEPH MICHELLI 
Joseph A. Michelli, Ph.D., is an internationally 
sought-after speaker, organizational 
psychologist, and business consultant who 
has been described as “catching what is 
right in the world and playfully sparking 

people and businesses to grow toward the extraordinary.” In 
addition, Dr. Michelli writes bestselling books about enduring 
business principles. 
 In addition to his dynamic and entertaining international 
keynote presentations, Dr. Michelli provides CEO consultation, 
Corporate coaching, Group facilitation and team-building 
strategies, Individual development planning, Creation of open 
management systems, and Customized management and 
frontline training programs.
 Dr. Michelli‘s new book about the leadership and service 
excellence of the Ritz-Carlton Hotel Company is titled The New 
Gold Standard: 5 Leadership Principles for Creating a Legendary 
Customer Experience Courtesy of The Ritz-Carlton Hotel Company. 

CONGRESSMAN/ANALYST  
HAROLD FORD JR.
Harold Ford, Jr. served Tennessee in the United 
States Congress for 10 years. Described by 
President Bill Clinton as “the walking, living 
embodiment of where America ought to go 
in the 21st century,” Ford is now a visting 

Professor of Public Policy at Vanderbilt University, Chairman of the 
Democratic Leadership Council and Vice Chairman of Merrill Lynch 
and Co., Inc.
 During his 5 terms in the Congress, Ford’s focus was results. 
Having served on both the Financial Services and Budget 
Committees, his passion for free enterprise and balanced budgets 
and confidence in American ingenuity to overcome any foe bolsters 
his belief that America’s best days are in front of us. The challenge 
and opportunity to grow America’s economy, strengthen our moral 
stature and standing in the world, find ways to free us from our 
dependence on oil and modernize our military to better be able to 
fight the enemies of democracy and tolerance around the world 
continues to inspire his work today. He believes that government is 
most effective when it’s working for the betterment of everyone.

PENNSYLVANIA SUPREME COURT 
JUSTICE, LECTURER
THE HONORABLE CYNTHIA A. BALDWIN

Cynthia A. Baldwin served on the 
Pennsylvania Supreme Court and is 
extremely active in the community, serving 
on several non-profit boards. Justice Baldwin 

is a Fulbright Scholar and lectured at the University of Zimbabwe 
Law Faculty in Constitutional Law and Jurisprudence. She also 
assisted in researching the constitutional issues coming before 
the Zimbabwe Supreme Court. Justice Baldwin was on a team 
sponsored by the American Bar Association, National Judicial 
Conference and D.C. Superior Court which conducted judicial 
education programs in Malawi, Uganda and Tanzania. Justice 
Baldwin was chosen as part of a national team of five judges 
to go to Mainland China to do seminars for their judges, law 
professors and students.
 Justice Baldwin is very active with the International Women’s 
Forum and the International Association of Women Judges. 
Justice Baldwin is a guest scholar at the Wolfensohn Center of 
the Brookings Institution working on anti-corruption projects in 
developing nations.
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Managing Conflicts Peacefully and Powerfully 
Presented by David Gatewood, Dean of Career Technical 
Education & Workforce Development, Irvine Valley College, Irvine, 
California; and Lane Glenn, Vice President of Academic Affairs, 
Northern Essex Community College, Haverhill, Massachusetts 

  This pre-
conference workshop 
is based on Nonviolent 
Communication and the 
research of Marshall 
Rosenberg. You will 
have the opportunity 

to engage in a variety of small group activities and group 
discussions while reflecting on, experiencing, and practicing the 
basic NVC components of managing conflict.

The Trick to Being a Chair/
Organizational Leader
Presented by Bill Lamb, Vice President, 
Kirkwood Community College,  
Cedar Rapids, Iowa
 The 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 define their role as 
leaders and to develop cohesive teams.

Lombardi or the Dalai Lama? Creating 
Coaching Plans to Uncover Strengths and 
Improve Performance

 Presented by Pam 
Bergeron, President, 
P.D. Partners, East 
Lansing Michigan 
and Ann Krause, 
Dean, Health/Human/
Protective Services, 

Blackhawk Tech College, Janesville, Wisconsin
 The focus of this workshop will be on the elements of 
proactive coaching allowing the leader to spend less time 
reacting to problems because the team is prepared to succeed.

Focusing Your Strengths to Turn  
Mountains to Molehills

Presented by Dee Cox, Staff Development/
Equity Coordinator, Lambton College in 
Sarnia, Ontario, Canada

  Learn simple, yet powerful ways to 
stop wasting precious energy worrying 
about minor crises, irritations, hassles 
and problems. Discover new ways to deal 

with over-demanding work load, negative work colleagues, 
dissatisfied clients and other prickly personalities. 

Learn, Leverage, Lead; Strength-Based 
Strategies for Leading Others
Presented by Scott Geddis, Health Enhancement faculty and 
Director of Athletics at Phoenix College, Phoenix, Arizona, and 
Elsie Elford, Dean of the School of Business at Grant MacEwan 
College, Edmonton, Alberta, Canada

 You have discovered 
your strengths. Now 
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.



PLAN ON TAKING CHARGE OF YOUR FUTURE NOW! 

UPCOMING FOUNDATION LEADERSHIP ACADEMIES

FOUNDATION LEADERSHIP ACADEMY
Expand your leadership skills, enhance your professional life, make connections 

with colleagues from post-secondary institutions around the world.

TAKE CHARGE OF YOUR LEADERSHIP SKILLS
This year-long, comprehensive program provides skills-based leadership training 
and professional development for both academic and non-academic leaders in 

post-secondary institutions.

For more information about attending a Foundation Academy Program 
see our webpage at http://www.mc.maricopa.edu/community/chair/ 

or contact us at leadershipacademy@mcmail.maricopa.edu

The Chair Academy    1025 N. Country Club Dr.    Mesa, AZ 85201    (480) 461-6270

•   Training conducted over time •   On-going web-based leadership training during the year 

•   Mentoring and coaching component •   Networking and partnership opportunities

•   A Certificate of Graduation is awarded as well as an  opportunity to earn  9 hours of graduate-level credits

Global Leadership Academy  
Week 1: June 14-19, 2009
Week 2: June 13-18, 2010

Wisconsin Leadership Development Institute
Week 1: June 7-12, 2009
Week 2: June 20-25, 2010

Midwest Leadership Academy
Week 1: June 14-19, 2009
Week 2: June 13-18, 2010

Northeast Leadership Academy*
Week 1: June 21-26, 2009
Week 2: June 20-15, 2010

Rocky Mountain Leadership Academy*
Week 1: June 21-26, 2009
Week 2: June 20-25, 2010

Ontario Leadership Academy*
Week 1: TBD, 2009
Week 2: TBD, 2010

More Academies are coming soon! So be sure to visit our website for updates.
*Tentative Academy. Please e-mail leadershipacademy@mcmail.maricopa.edu if interested in attending.

TAKING CHARGE OF YOUR 
LEADERSHIP SKILLS

The Chair Academy provides skills-based leadership training and 
professional development for post-secondary organizational leaders.

The Academy for Advanced Leadership
is a comprehensive 18-month program that offers tailored learning as 
well as personal and proprietary tools that will accelerate participant 

development. 

Attendance at Foundation Academy is not required 
to attend the Advanced Academy.

WHO SHOULD ATTEND THE ADVANCED ACADEMIES
Deans, Vice-Presidents or other Organizational Leaders from Post-
Secondary Institutions who already have acquired foundational 

leadership skills, and who are focused on developing their advanced
leadership capabilities and the individuals within their organization. 

PROGRAM DESIGN FOR THE ADVANCED ACADEMY
Leaders have the opportunity to 
expand their personal capacity 
and that of others to create an 
environment that encourages all 
members of a team to develop 
professionally through leadership, 
communication, and coaching.

If interested in learning about the Advanced Academy visit us at: 
www.mc.maricopa.edu/community/chair/academyadv/index.html

or contact us at leadershipacademy@mcmail.maricopa.edu.

The Chair Academy    1025 N. Country Club Dr.    Mesa, AZ 85201    (480) 461-6270

UPCOMING ADVANCED LEADERSHIP ACADEMIES

Alberta Advanced Leadership Academy
Banff, Alberta, Canada

Week 1: June 21-24, 2009      Week 2: June 20-23, 2010

Jacksonville Advanced Leadership Academy
Jacksonville, Florida

Week 1: April 14-17, 2009      Week 2: April 13-16, 2010



FOR ONLINE REGISTRATION AND  
MORE INFORMATION ABOUT THE CONFERENCE:

www.mc.maricopa.edu/community/chair/conference/2009/09index.html

Keynote
Speakers

Roundtable
& Concurrent

Sessions

Pre-Conference
Sessions

Exemplary
Leaders

Strengths-Based 
Leadership Cafe

THE CHAIR ACADEMY
18th Annual International Leadership Conference

March 2-5, 2009 Nashville, TN


