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Grant MacEwan University
Located in Edmonton, Alberta, MacEwan is the largest public undergraduate 
university in the province - a unique university where teaching and learning 
are informed by scholarly activity to enrich the student experience. This approach 
helps students succeed in starting careers or transitioning to graduate studies. 
Currently, MacEwan degree alumni are enrolled in graduate schools across 
Canada, the United States and the United Kingdom.

Our faculty
MacEwan’s faculty come from around the world, eager to engage their passion for 
teaching and to share opportunities in a number of academic disciplines. 

Our programs
More than 11,000 full-time students are enrolled in our portfolio of almost
70 undergraduate degrees, diplomas and certificates.

Our facilities
MacEwan is growing – the university recently completed a major expansion of its 
library, built a 778-bed residence, and opened the state-of-the-art Robbins Health 
Learning Centre, widely recognized for its integrated-simulation technology.

To learn more, visit www.MacEwan.ca. 
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The Scholarship of Leading!

By Idahlynn Karre

Dr. Ernest Boyer is credited with coining the phrase “the 
scholarship of teaching” in his widely discussed Scholarship 
Reconsidered (1990). In this work our beloved colleague 
advocated for our acts of discovery, application, integration, 
and teaching as “scholarships.” To Ernie Boyer, college and 
university teaching included our mutually dependent and 
overlapping forms of inquiry focused on learning.

Much has been written on the scholarship of teaching during 
the past 20 years. Taken together most of this writing tells 
us that learning is collaborative. Boyer reminded us that the 
professor is not the only teacher in the room, and that what 
happens in the classroom is not just up to the teacher. Everyone 
implicated in the scholarship of teaching meets everyone else 
in a series of ever-wider circles: students learning from each 
other in groups or teams in and outside of the classroom; 
teachers learning from students; teachers talking to each other 
about teaching; teachers reading about how students learn 
and how other teachers teach; teachers writing about teaching 
and participating in professional conversations.

The work of Ernest Boyer lives on today and we can use his 
wisdom to inform the “scholarship of leading.” As members 
of the Academy we can find mutually dependent and 
overlapping forms of inquiry in our leadership as we discover, 
apply, integrate, and lead. We, too, can affirm that we are 
not alone in our endeavors. Every one of us who leads meets 
others in a series of ever-wider circles: leaders working with 
leadership teams; leaders learning from colleagues; leaders 
studying, researching, writing and talking about leadership. 
Leaders engaged in the scholarship of leading!

Our journal is devoted to the “scholarship of leading.” 
Our authors draw us into their inquiry, application, and 
integration of theory, principles, and best practices in 
leadership. Dr. James Mabry, Vice President Academic, Mesa 
Community College argues for Transparent Leadership. He 
insists that transparency must be intentionally built into our 
structures and processes as well as our personal leadership. 
Building trust and fostering open communication are key 
to effective decision-making in today’s post-secondary 
organizations. Transparency extends far beyond an individual 
leader’s behavior to the entire organization.

Student retention is a huge and continuing issue for our 
colleges and universities. Dr. Deana Sheppard, Associate Vice 
President of College Centers for Lone Star College – CyFair 
shares the research on retention and argues for first year 
experiences that will make a difference for our communities, 
colleges, and students. As a scholar on retention and first year 
experiences Deana’s scholarship of leading integrates insights 
and best practices and contributes to our leadership learning.

Internationalization is another critical issue for post-secondary 
leadership. Kimberley Howard, Project Manager and Michael 
Henry, Associate Dean, School of Business, MacEwan 
University and their co-author, Dr. Ilan Alon, Executive 
Director of the China Center, Rollins College make the case 
for Internationalizing a School of Business. Our leadership 
may be in different areas, yet the supporting information and 
specific strategies used at MacEwan University inform all our 
efforts for leading in a Global society.

Dr. Lane Glenn, Vice President of Academic Affairs and 
Professor Suzanne Van Wert, Professor of English, Northern 
Essex Community College confront the Male College Student 
Achievement Gap. Beginning with the facts and walking us 
through ten specific strategies for doing something about the 
male achievement gap, Lane and Suzanne widen the circle 
of concerned educators and leaders to our partners in public 
education. Their scholarship of leading invites inquiry and 
solutions along the P-16 continuum. 

Sharing their stories as new leaders, Dr. Jason Dewling, 
Associate Dean, Lakeland College and Dr. Michael Rivera, 
Dean of Business, Ivy Tech Community College offer Four 
Guiding Concepts to Increase Your Success. Sharing one’s 
journey is at the heart of the scholarship of leading. 

This issue of the Leadership Journal is dedicated to our 
friends, colleagues, and leadership guides who were honored 
as Exemplary Leaders at the 2010 International Leadership 
Conference, Minneapolis, Minnesota. Gathered in an 
International Exemplary Leaders’ Yearbook in the closing 
pages of this issue, these individuals and teams are exemplars 
of excellence! They practice the scholarship of leading! We 
honor them and their Exemplary Leadership!
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LeadershipTransparent
Building Trust During Times

of Uncertainty and Change

To meet these challenges, institutions need to make critical and timely 
decisions. To make the right decisions leading to positive institutional 
changes, today’s educational leaders need information that is timely and 
complete. In organizations, information flows much more freely when there 
is trust. Transparent leadership structures and processes work to foster trust 
that promotes open communication and the timely flow of information. 
With better information flows, an institution increases the odds of making 
the right decisions. 

Transparency includes candor, clarity, integrity, and authenticity. If leaders 
are seen as open and honest, they are able to build trust. Transparency 
must be more than just an approach to leadership. There must also be 
intentionally built structures and processes that foster and support the flow 
of information in all directions. With information critical to good decision-
making and institutional effectiveness, particularly in times of uncertainty 
and change, leaders must learn to be open, honest, and transparent.

with budget crunches and fiscal uncertainties, 
changing community demographics, demands for 
rapid technological and pedagogical changes, and 
aging faculty and staff, educational institutions 
are living in very uncertain times. Our changing 
environments are pushing the pace of institutional 
change, and change, even in the best of times, is 
never easy.

LEADERSHIP Vol. 16.2 Spring | 3

TRANSPARENT LEADERSHIP

By James Mabry
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TRANSPARENT LEADERSHIP

why Be Transparent?
Transparent leadership can be an end in itself, based 

directly on an ethical approach to life and management. 
It is also an effective and pragmatic management 
approach that builds long-term institutional cohesion 
and facilitates an institution’s ability to accommodate 
and successfully navigate change. Building decision-
making structures that 
invite input and facilitate 
discussion will help 
institutions avoid costly 
mistakes. Transparency 
will also help foster both 
internal and external trust, 
an important commodity 
with all our constituencies. 
In an era of instant 
digital communications, 
attempting to control 
information or hide 
mistakes is futile and 
potentially very damaging. 
Having nothing to hide is, in the long run, the much 
safer path to tread.

Educational leaders know from experience that they 
can expect their decisions to be questioned. Academics 
are trained skeptics and gaining their trust is critical 
to successful team building at any institution. In 
organizations with a large proportion of highly educated 
and articulate individuals, many of whom have tenure, 
the nearest critic is always close at hand. Building 
forums for structured input on the front end of decision-
making processes allows an institution to tap into the 
learning and creative problem solving talent within the 
organization. Ignoring this potential will always lead 
to frustration and sniping. An inclusive and structured 
process of decision-making can lead to institutional 
learning, better decisions, and a more effective institution.

Institutional leaders and managers need to clearly 
communicate decision-making processes and allow the 
affected constituencies to be fully aware of where and 
when input will be accommodated. This sets the stage 

for a structured discourse and a progressive process of 
making decisions. To get to a decision and actions, input 
cannot be endless or disruptive. We have all witnessed 
the vocal opponent who selects to participate only 
at the end of the process. With a clearly articulated 
process, with multiple avenues for input, there will be 
less support for those who try to derail change at the last 

minute. A transparent process that has fully engaged a 
wide spectrum of participants will be more robust and 
less vulnerable to last minute critics.

Transparent Leadership
Transparent leadership at an academic institution 

means rolling up your sleeves and taking a learning-
centered approach to decision-making. Transparent 
leadership requires an administration that will openly 
engage in discussion. Managers must be willing to 
embrace solutions other than their own. Showing a 
willingness to move past a personal agenda is critical to 
transparency. Staying focused on institutional goals and 
driving decision-making that supports those goals will 
communicate and continually reinforce that the mission 
of the institution comes first. It’s not necessarily about 
where an individual leader wants to go but how the 
institution can successfully meet its mission.

Transparent leadership means building trust so 
that everyone in the institution feels empowered to 
participate. Too many of us have witnessed leaders who 
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pull rank to stifle debate. It only takes a few displays 
of hierarchical leadership to suppress open discussion 
and debate. A top down style that discourages honest 
discourse will inhibit trust and limit information 
flows. This type of management leaves the institution 
vulnerable to blind spots because those who may see the 
train wreck coming will not speak up.

Where the best idea or solution will come from is 
never clear at the start. Believing that management has 
all the answers is a recipe for disaster. While leaders 
necessarily know more about the institution as a 
whole, hubris is always a dangerous sign. Managers 
need to recognize that they require all the help and 
ideas they can get. They must recognize that building 
a climate of transparency and trust that facilitates open 
communications will improve decision-making and help 
institutions avoid catastrophes. Managers need to be as 
inclusive as is practically possible. By being inclusive and 
recognizing the contributions of everyone, the long-
term results are more likely to be on target. Institutions 
will never get everything right but there is no sense in 
structurally decreasing the odds by limiting input. How 

many of us have had one of those “light bulb” moments 
while engaged in the most unlikely of conversations with 
the most unlikely of individuals? It is remaining open to 
great ideas from any source that is the key.

Good decision-making depends upon the right people 
in an organization having the right information at 
the right time. Intra-organizational communication is 
always a challenge, particularly in large organizations. 
Timely information flows are, however, critical to 
avoiding mistakes and making effective decisions. How 
many times have you heard or said: “If I only knew 
‘X’, I would not have done ‘Y’.” To avoid this situation 

an institution must build a culture of trust so that 
information is shared freely and openly. The tone of 
openness and candor form the top can set an example 
that over time can permeate the institution. When open 
communication and information sharing are built into 
an evaluation system for managers, transparency can 
be institutionalized.

Information needs to flow in all directions throughout 
an organization. As leaders with large amounts of 
information, we often think mostly about transmitting 
information to others. Managers and leaders have 
multiple communication technologies available and they 
need to learn to use them effectively to keep everyone 
informed. Structures and processes need to be built so 
that people in the organization know where they can go 
for information. 

It is often argued that the key to “bottom up” 
communication is cultivating relationships that provide 
unfiltered information from staff. Knowing what is 
happening on the front lines and having a variety 
of information sources is vital to all leaders. Trust 

and candor go hand in hand and building trusting 
relationships throughout an institution will help 
a leader get the information needed to make good 
decisions. Being transparent, authentic, and focused 
on institutional goals is a key to building that trust and 
developing key sources of information.

The precise form and structure for transparent 
leadership at a particular institution will depend on 
the mission and culture of the institution. It will also 
depend on the individual and their style of leadership. 
Just as there are many effective teaching styles, there can 
be many effective leadership styles. Finding your own 

TRANSPARENT LEADERSHIP

Having nothing to hide is, in the long run,
the much safer path to tread.
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everyone feels empowered to “go public” and this threat 
is not hard to find. If you have nothing to hide, it’s hard 
to be exposed.

Conclusion
Transparency builds trust and facilitates open 

communication which in turn is critical to effective 
decision-making. Promoting transparency and authentic 
leadership that is focused on institutional rather 
than individual goals will strengthen the ability of an 
institution to engage in change. In today’s uncertain 
times, change is a given and institutional effectiveness is 
more critical than ever. Transparent leadership is the way 
to harness the collective talent of an institution, build 
effective decision-making structures and processes, and 
inoculate against the inevitable mistakes and gaffes. With 
nothing to hide, trusted leaders can build a participatory 
decision-making process that will successfully promote 
the mission of any institution, no matter how uncertain 
the times.
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effective style is critical to authenticity. There are however, 
critical features to transparent and effective leadership just 
as there are core attributes to effective teaching. 

The critical features of transparent leadership include 
candor, a willingness to engage in open discussion, and 
a focus on institutional goals. Developing structured 
and clearly communicated decision-making processes 
signals transparency and keeps the process moving. 
When everyone knows where and how to provide 
input, and sees his or her input is valued, trust develops. 
Accepting and even encouraging input from multiple 
sources will help build trust and promote the flow of 
information. Acknowledging the ideas and contributions 
of others builds a team concept and helps promote a less 
hierarchical structure. 

An institution’s core values and identifying 
characteristics will vary from place to place. Institutional 
cultures also vary considerably. Leadership must learn 
how to continually refer to the institutional core values 
and institutional culture to signal a lack of a personal 
agenda and a willingness to put the institution first. 
Signaling that “we” come first needs to be innate to 
succeed as a transparent leader.

In today’s digital age, where information can go viral 
in less than a heartbeat, leaders can begin to inoculate 
themselves by being open and transparent. In today’s 
“gotcha” culture, where sources can easily remain 
anonymous, organizational secrets are easy to expose. 
With the growth of a “gotcha” political culture, almost 

TRANSPARENT LEADERSHIP
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Community colleges are experiencing enrollment 
diversity and growth at a time when funding remains the 
lowest in higher education and the public is demanding 
greater institutional accountability (Barr & Schuetz, 
2008). Many students arrive at community colleges 
with poor academic preparation, excessive work and 
family responsibilities, or a lack of focus on educational 
goals. According to McCabe (2000), 41% of entering 
community college students and 29% of all college 
students were underprepared for success in at least 
one of the basic skills of reading, writing, and math. A 
recent study revealed that of 19,489 freshmen, starting 
in four consecutive fall semesters from 1999 to 2002 at 
a community college, almost 53% did not return the 
following fall (Barr & Schuetz, 2008). Although many 
community colleges have developed and implemented 
a variety of programs to address student retention and 

enhance the first-year experience, few robust solutions 
have emerged over the past 40 years (Barr & Schuetz, 
2008). Changes in retention and persistence rates 
among community college students have been relatively 
flat since 1968. First-year retention rates have hovered 
around 50% for decades. Of the 50% who remained 
in college, a significant number were likely to be on 
academic probation, indicating that these students were 
not achieving their academic goals.

Retention rates in community colleges were 
considerably lower than rates in 4-year institutions (Wild 
& Ebbers, 2002). Data retrieved over a three-year period 
revealed that over 50% of community college students 
did not return for the second year, and only 35% of 
university students did not return for the second year. 
Most research related to student retention in college has 

THE FIRST-YEAR EXPERIENCE

Student Retention

THE FIRST-YEAR
EXPERIENCE

and the
impact of

student retention in community colleges

in community colleges and the impact of
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Student enrollment at Lone Star College has grown 
exponentially over the past few years. Currently, we enroll 
over 62,000 students system wide. Lone Star College-
Cyfair enrolls over 16,000 between the Barker Cypress 
and fairbanks Center locations. Each semester it becomes 
increasing more difficult to find a parking space each day 
I arrive for work; however, as the semester progresses, 
ample parking can be found. It saddens me to see that 
many of our students do not persist and reach their higher 
education goals. I long for the day when I must search for 
parking even during finals week.

STUDENT RETENTION IN COMMUNITY COLLEGES

By Deana Sheppard
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been based on traditional-age students in the residential 
settings of universities. Nearly 1,300 community colleges 
educate close to 50% of all college students in the 
United States; however, only 5% of student retention 
studies have focused on the community college student.

The study of retention rates is important to 
community colleges. A higher retention rate implies a 
higher quality of education (Derby & Smith, 2004). 
Retention rates can also influence a college’s ranking 
and serve as a benchmark for state allocated funding in 
some states. The purpose of this review is to examine the 
available literature related to community college student 
retention and the impact of the first-year experience on 
retention. The research is organized into the following 
categories: (a) definitions, (b) student characteristics and 
skills needed for college success, (c) first-year experience 
programs and student success courses, and (d) improving 
student retention and the first-year experience. To address 
these topics, a search of the literature was conducted.

Definitions
Defining student retention is difficult for community 

colleges. Although community college and university 
students have some commonalities such as basic 
expectations, attendance, curriculum, and achievement, 
there are some differences (Wild & Ebbers, 2002). 
Educational objectives are often different for community 
college students. They may be interested in a 2-year 
degree, a 1-year certificate in a workforce program, a 
series of classes to enhance job skills, or completion of 
one course for personal interest or skill development. 
Because of these differences, terms concerning retention 
at community colleges require definition. These terms 
are (a) retention, (b) persistence, (c) attrition, (d) 
dropout, (e) stop out, (f ) underprepared, and 
(g) college readiness. 

The literature has revealed various definitions for 
student retention. Retention exists when a student 
remains at an institution for the duration of their studies 
(Derby & Smith, 2004). In contrast, attrition refers 
to students leaving an institution prior to graduation. 
Therefore, if a college has high attrition, that college’s 

retention rate is low. Retention has also been defined 
as maintenance of continued enrollment in classes 
throughout one semester (Wild & Ebbers, 2002). Student 
retention is often linked to persistence from one semester 
to the next. Persistent students are those who obtain a 
degree, but do so over an extended or non-traditional 
period of time (Derby & Smith, 2004). Dropout 
refers to the student who has permanently left the 
institution and stop out refers to the student who leaves 
an institution but returns at some point in the future. 
The term underprepared refers to a variety of factors 
that indicate a student is not emotionally, socially, or 
academically prepared for college (Barr & Schuetz, 2008). 
Conley (2007b) defines college readiness as the level of 
preparation students need to succeed in general education 
courses at the postsecondary level. Conley categorized 
the many facets of college readiness into four areas: (a) 
key cognitive strategies, (b) key content, (c) academic 
behaviors, and (d) contextual skills and awareness.

Wild and Ebbers (2002) recommended that a definition 
of student retention for community colleges encompass 
several factors. These factors were (a) initial identification 
of student goals, (b) periodic verification or adjustment of 
goals, and (c) persistence of the student toward reaching 
the goal. Community colleges should establish their own 
definitions based on the accountability standards of the 
state where they are located and the college mission and 
vision for student success.

Student Characteristics and Skills Needed
for College Success

Nearly 50% of all students entering college choose 
to attend community college (Wild & Ebbers, 2002). 
About 67% of high school graduates enrolled in college 
(McCabe, 2000). However, only 35% of those who 
entered college earned a bachelor’s degree within 4 years, 
and only 56% graduated within 6 years (Conley, 2007a). 
Because 41% of students entering community colleges 
lack the necessary skills to be successful and 50% of 
those who entered dropped out within the first year, 
researchers have conducted studies that examined college 
readiness and the skills needed to be a successful college 
student (Barr & Schuetz, 2008; McCabe, 2000).

STUDENT RETENTION IN COMMUNITY COLLEGES
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College readiness involves assessing students’ academic 
ability and behaviors such as self-monitoring and study 
skills (Conley, 2007b; Kuh, 2007). First-year college 
students often faltered in college because their high school 
courses were fundamentally different from their college 
courses (Conley, 2007a). Students were required to do less 
reading, presentations, cooperative learning, and writing 
in high school. However, college students are expected 
to draw inferences, interpret results, support arguments 
with evidence, problem solve, draw conclusions, conduct 
research, and think critically. College students must read 
more than they did in high school, work with others in 
and out of class, and make presentations. In a study of 
predictors of first-year student retention in community 
college, Fike and Fike (2008) concluded that the strongest 
predictor for retention is passing a developmental reading 
course. College-level reading comprehension and reading 
strategies were essential for student success.

Academic deficiencies in English and mathematics 
should be identified, but other factors may be important 
as well (Barr & Schuetz, 2008). These factors include 
socioeconomic status, past educational experience, 
first-generation and reentry status, and race or ethnicity. 
Over 60% of the students who entered community 
colleges were first-generation college students (Wild 

& Ebbers, 2002). First-generation students had lower 
retention rates than non-first-generation students (Fike 
& Fike, 2008). Approximately one fourth of community 
college students’ families earned 125% or less of the 
federal poverty level compared to only one fifth of 4-year 
university students (O’Gara, Karp, & Hughes, 2009). 
Students from low-income families were less likely to 
earn a 4-year degree than those students from higher 
income families (Fike & Fike, 2008).

College readiness skills extend beyond the acquisition of 
academic knowledge. About 57% of community college 
students work more than 20 hours per week and 34% 
spend 11 or more hours caring for dependents each week 
(O’Gara et al., 2009). Therefore, personal skills such as 
time management and effective study skills may be crucial 
to student success. Research was conducted to examine 
the nonacademic skill sets needed for college success.

Byrd and MacDonald (2005) explored college readiness 
from the perspective of first-generation college students. 
Participants in the study were over 25 years old and had 
transferred to a university from a community college. 
Individual interviews were conducted with 8 participants 
to gather information about their experiences as college 
students. Ten themes emerged from the interviews 
and were placed into these categories: (a) skills and 
abilities perceived as important for college readiness, (b) 
background factors and life experiences that contribute 
to college readiness, and (c) nontraditional student self-
concept. Academic skills were identified as being essential 
for college readiness; however, participants indicated 
that (a) skills in time management, (b) the ability to 
apply oneself and focus on a goal, and (c) skills for 
advocating for oneself as a learner were just as important 
as academic ability. All of the participants noted that 
they lacked support from family or counselors and that 
their awareness of financial aid resources was limited. The 
theme of self-advocacy was important to students who did 
not have the background knowledge of the college system. 
Self-esteem and internal locus of control were important 
factors for success for high-risk students. Life experiences 
of first-generation college students significantly 
contributed to their overall success in higher education.

STUDENT RETENTION IN COMMUNITY COLLEGES
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Interpersonal and social skills are also needed for 
successful interactions with faculty, administrators, and 
other students (Conley, 2007b). Over 40% of first-year 
college students never used career planning, financial 
advising, or academic tutoring services; therefore, college 
readiness should involve assessing students’ ability to 
navigate the college culture (Kuh, 2007). A comprehensive 
understanding of college admissions, options and choices, 
financial aid assistance, and college culture are important 
elements of the “college knowledge” students need to gain 
admission to college and to navigate higher education.

Kuh (2007) examined various findings related to student 
preparation and motivation to succeed in college using 
data from student engagement surveys. The National 
Survey of Student Engagement (NSSE) data indicated that 
high school students needed to develop study skills and 
other behavioral skills to be successful in college. The High 
School Survey of Student Engagement (HSSSE) measured 
the level of engagement in productive learning activities. 
Results showed that high school students were not engaged 
in educational activities that would prepare them for 
college success. The student engagement data indicated 
that students should be exposed to learning communities, 
receive frequent feedback from their instructors on their 
progress, participate in group activities inside and outside 
the classroom, and participate in capstone experiences.

Tinto (1999) concluded that five conditions stand out 
as supportive of student learning and retention during 
the first year of college. Students are more likely to 
persist and reach their academic goals when institutions 
have (a) set clear and high expectations, (b) supported 
the whole student, (c) given regular feedback on progress, 
(d) involved students in social and academic integration, 
and (e) made learning relevant. Collectively, these learning 
strategies might help to develop both academic and 
nonacademic skills for future college success. Success and 
persistence in college has a strong correlation to precollege 
academic preparation and acquisition of nonacademic 
skills prior to entering higher education (Kuh, 2007). 
However, many students entering community colleges are 
not exposed to these strategies prior to entering college 
and are in need of intervention during the first year.

first-Year Experience Programs and
Student Success Courses

Several community colleges have recognized the need 
to develop and implement first-year experience (FYE) 
and retention programs in an effort to retain students 
beyond the first year of college. These programs range 
from student success courses to comprehensive FYE 
programs that span the entire first year of college.

Paradise Valley Community College (PVCC) developed 
and implemented a FYE program in fall of 2000 (Cornell 
& Mosley, 2006). The program followed a cohort model 
in which students were enrolled in the same four courses 
each semester for their first year in college. The courses 
were English, Introduction to Sociology, Strategies 
for College Success, and Introduction to Computers. 
Academic advisors visited the cohort classes each semester 
to offer advising and information about financial aid. 
Each student was also assigned a mentor for the first year 
of college. The PVCC program went beyond forming a 
cohort and assigning mentors. Faculty used experiential 
and active learning techniques, provided opportunities 
for critical thinking, and made community service a 
part of the experience. Within the first semester of the 
Paradise Valley Community College FYE program, 90% 
of students were retained in the initial fall semester and 
89% enrolled in the spring semester. Persistence to the 
next fall among these students was 85%, as compared to 
43% of non-FYE students.

A recent study tracked an entire cohort of students from 
28 Florida community colleges over 17 terms (Zeidenberg, 
Jenkins, & Calcagno, 2007). Students who enrolled in a 
student success course were compared with those students 
who did not enroll. Students enrolled were more likely 
than their peers to complete a certificate or degree over the 
17 terms. In addition, students who completed the success 
course had increased persistence and transfer to the Florida 
state university system. Students who needed at least 
one remedial course and took the student success course 
were more likely to be successful in the remedial course 
than those students who did not take the success course. 
The same was true of students who were required to take 
remedial courses in writing, reading, and mathematics.
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Derby and Smith (2004) conducted a study that 
assessed the relationship between taking an orientation 
course and (a) students’ success in obtaining a transferable 
degree within 2 years, (b) student dropout, (c) student 
re-enrollment after brief enrollment breaks, and (d) 
student persistence. The orientation course was designed 
to acclimate students to the college environment and 
give them the opportunity to meet other students, faculty, 
and administrators. The course was open to all students, 
not only underprepared students. The sample consisted of 
7,466 students attending a Midwestern community college 
from fall 1999 through spring 2002. The median age of 
the students was 24, with equal gender balance and varied 
ethnicity. Students who had taken the orientation course 
during the daytime were selected for the study. Students 
worked in small groups, set personal and professional 
goals, and worked with an academic advisory to establish 
an academic plan. A Pearson chi-square analysis was 
used to assess the relationship between each of the four 
retention measures and a student’s enrollment in the 
orientation course. Researchers concluded that a greater 
proportion of students enrolled in the orientation course 
obtained their degree, were less likely to drop out, tended 
to re-enroll after taking a break, and persisted over time.

Improving Student Retention and the 
first-Year Experience

Many retention efforts at community colleges focus 
on the under preparedness of entering students rather 
than the under preparedness of the institution to help 
first-year students (Tinto, 1999). Institutions of higher 
education should not see the underprepared student as 
the center of the retention problem, but they should 
look at student needs and identify changes that need to 
occur at the institutional level (Barr & Schuetz, 2008).

The causes of student attrition are often related to 
the character of the educational settings where students 

learn, including the classrooms, laboratories, and studios 
on campus (Tinto, 1999). Student learning is the key 
to student retention. Learning communities and the 
collaborative pedagogy, on which they are based, create 
a supportive environment for the first- year experience. 
Tinto suggested that colleges and universities should 
organize learning less around subjects and disciplines 
and more around relevant issues and problems that 
students are exposed to when they learn together.

Wild and Ebbers (2002) recommended strategies 
for student retention that are or could be applied in 
community colleges. The strategies are: (a) developing 
indicators of student retention, (b) creating learning 
communities and cohort groups, (c) developing directed 
retention programs for specific groups within the college, 
and (d) developing tutoring programs and supplemental 
instruction. In addition, institutional factors that can 
positively affect student retention include emphasizing 
completion of degrees and certificates, providing academic 
advising, providing information about financial aid, 
sponsoring orientations, and providing meaningful 
counseling for the adult student.

There are often barriers to accomplishing 
implementation of these retention-improving strategies. 
Support provided in student services and academic support 
programs can be transforming for underprepared students; 
however, these types of programs are resource-intensive 
(Barr & Schuetz, 2008). Not only do these programs 
require a significant amount of the college’s budget, they 
also require a large number of staff to mentor and advise 
students. Coordination of first-year student cohorts and 
learning communities is labor intensive and often meets 
with significant challenges in scheduling, hiring trained 
faculty, and providing the student services support 
necessary for success (Cornell & Mosley, 2006).

Conclusions
Byrd and MacDonald (2005) and Kuh (2007) 

focused primarily on the nonacademic skills and 
student engagement strategies needed to improve 
college readiness among high school and first-generation 
college students. Kuh revealed that the study habits 

Student learning is the
key to student retention.

STUDENT RETENTION IN COMMUNITY COLLEGES
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of high school students were not in alignment with 
the skills needed for college success. In addition, high 
school students were not participating in experiences or 
completing assignments that would prepare them for 
college. Conley (2007a) concluded that college students 
are expected to draw inferences, interpret results, 
support arguments with evidence, problem solve, draw 
conclusions, conduct research, think critically, and read 
at a college level to be successful. In addition, personal 
skills such as time management and study skills and 
interpersonal skills are critical to success and retention. 
Factors beyond academics such as socioeconomic status, 
past educational experience, and race or ethnicity affect 
student retention in community colleges.

College students who participated in a first-year course 
to enhance their academic skills and social development 
had significantly higher retention than those who did 
not take the course (Derby & Smith, 2004; Kuh, 2007; 
O’Gara et al., 2009; Zeidenberg et al., 2007). Students 
who were enrolled in a comprehensive FYE program 
persisted fall to fall at a significantly higher rate than 
students who did not enroll (Cornell & Mosley, 2006). 
Retention programs and initiatives are often focused 
on underprepared students; however, researchers have 
concluded that these initiatives have the same positive 
impact on all college students (Derby & Smith, 2004).

Community colleges do not consistently capture 
students’ academic goals; therefore, retention is often 
measured by graduation rates. Barr and Shuetz (2008) 
suggested that community colleges identify all types 
of goals that students set for college outside of  
degree attainment.

Considering the number of students enrolled in 
community colleges, more studies are needed to assess 
retention and the impact of the first-year experience. 
Future research is needed on student success course 
effectiveness at community colleges where the course is 
required of all students as opposed to a college where 
the course is required for only developmental students. 
Further research to assess the impact of developmental 
education and online learning on student retention is 

also warranted (Fike & Fike, 2008). Research to explore 
how financial aid affects student retention is another area 
for future research.

Deana Sheppard has almost 20 years of 
experience in education at the high school and 
community college level. She is currently the 
Associate Vice President of College Centers for 
Lone Star College – CyFair. She has served in 
various administrative roles including Dean/

Executive Director of Lone Star College – Fairbanks Center and 
the Director of Employee Development at Brazosport College. 
She can be reached at: Deana.K.Sheppard@lonestar.edu.
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Internationalizing a School of Business can be daunting 
given the numerous internationalization strategies 
available. Implementing any internationalization strategy 
requires institutional support which in turn prescribes 
the resources that are dedicated to the effort in terms of 
personnel, time and finances. Once support is secured, 
determining the goals for internationalization and how 
they align with the needs of students, faculty members, 
the School and the institution is foremost in formulating 
an internationalization strategy. The choice and 
implementation of an internationalization strategy will be 
specific to a School of Business’s internationalization goals. 
Developing, implementing, and measuring the success of 
an internationalization strategy is a priority for MacEwan 
School of Business, located in Edmonton, Alberta, 
Canada. This article outlines the process MacEwan 
School of Business is following in determining and 
implementing its ongoing internationalization strategy.

Given the global environment of business, a natural 
connection exists between Schools of Business and 
internationalization. A global emphasis once set a 
School of Business apart; now, an international focus 
with education abroad opportunities is an expectation 

of many business students. Even those students who 
intend to live and work domestically realize that they 
may be importing and exporting internationally, and 
working with people from other cultures and countries 
- both at home and abroad. Industry is also increasingly 
expecting business graduates who can function in a 
globalized environment. These student and industry 
expectations make internationalizing mandatory rather 
than optional. Schools of Business have shifted from 
asking “why internationalize?” to “what is the best way 
to internationalize?”. MacEwan School of Business is in 
the process of formulating and implementing a “best fit” 
internationalization strategy.

Supporting Internationalization
Elkin, Templer, Sharma and Liao (2008) emphasize 

that internationalization is most successful when 
it is part of a larger institution-wide strategy. 
Internationalization is a strategic priority for Grant 
MacEwan College as evidenced in the College’s strategic 
plan which highlights a vision for globalization and a 
mission to sustain and support international initiatives. 
MacEwan’s college-wide internationalization efforts 
focus on the curriculum, professional development, 

 SCHOOL BUSINESS of 
Internationalizing a
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international 
student recruitment 
and services, 
study abroad, 
exchange programs, 
community 
linkages, 
international 
development 
education, offshore 
education and 
institutional 
linkages. Elements 
of globalization 
are recognized in 
educational delivery, 
philosophy, work 
and study abroad, 
international 
student recruitment, 

local job creation for graduates, contract training, 
research, partnerships and reputation. 

Both the College and the School of Business have 
recently updated their mission statements to reflect 
a global focus. The revised mission statement for the 
School of Business is: “The MacEwan School of 
Business is a recognized leader in undergraduate 
international business education, known for student 
success, scholarship, innovation and excellence in 
teaching.” Simply put, MacEwan School of Business 
is committed to internationalization through the 
development of knowledge, skills and attitudes for a 
global citizenry living and working effectively in an 
interconnected world.

Developing Internationalization Strategies
Internationalization is multi-faceted and complex. 

In fact, there is no generally accepted definition for 
internationalization and the term has different meanings 
across institutions, cultures, and countries. Knight 
(2008) defines internationalization as “the process of 
integrating an international, intercultural or global 
dimension into the purpose, functions or delivery of 

higher education”. Elkin, Templer, Sharma and Liao 
(2008) state that internationalization is “an ongoing, 
future-oriented, multi-dimensional, interdisciplinary, 
leadership-driven vision”. Dimensions of post-secondary 
internationalization include, but are not limited to, 
faculty internationalization, student internationalization, 
curriculum internationalization, international programs, 
international partners, international research, as well as 
international work and study abroad opportunities.

To complicate matters, there are several 
internationalization strategies available for Schools of 
Business each with its own set of pros and cons. De 
Meyer, Harker, and Hawawini (2004) outline four 
internationalization strategies of varying complexity 
available to Schools of Business:

a) Import strategy — bringing the world to the 
 campus, typically by encouraging enrollment 
 of international students.
b) Export strategy — sending faculty members and  
 students to the world, usually achieved by having  
 travelling faculty members in visiting academic roles  
 worldwide or study tours.
c) Partnerships — pursuing relationships with other  
 institutions worldwide, customarily in the form of  
 student exchanges.
d) Networks — establishing campuses abroad.

Often Schools of Business choose a combination of 
these strategies based on their level of commitment 
to internationalization and the resources available 
(personnel, time, and financial) to support their 
internationalization strategy. In addition to institutional 
and School commitment to internationalization, faculty 
member support is vital.

Schools of Business first need to determine their 
goals for internationalizing. With so many Schools of 
Business internationalizing, the key decision may be 
differentiating your internationalization strategy from 
other programs and Schools. De Meyer, Harker and 
Hawawini (2004) cite a number of potential avenues in 
determining an internationalization strategy, including 

SCHOOL OF BUSINESS
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“globalizing faculty and students; developing a brand 
image; managing networks; creating globally oriented 
governance; facilitating international career management; 
and gaining support from alumni in other cultures”.

MacEwan School of Business is committed to 
providing international education opportunities for 
students and faculty members, which in turn drives 
the School’s internationalization strategy. To begin 
to develop an internationalization strategy, informal 
discussions on cross-cultural understanding and 
opportunities were held and an internal consultation 
group established. Contacts and potential partners 
were identified throughout the world through faculty 
members and the College’s International Office. 
International visiting academics were identified and 
invited. Plans for the future include developing an 
engagement plan for faculty members, and using 
benchmarking tools on internationalization metrics. 
To date, the School’s 
strategies align with 
De Meyer, Harker, and 
Hawawini’s (2004) import 
(through international 
visiting academics), export 
(through study tours) and 
partnership strategies.

Implementing Internationalization Strategies
Recognizing that the School’s programming must 

support the needs of the global business community, 
the School’s programs have become increasingly 
international. MacEwan School of Business has three 
internationally focused programs: a Travel diploma, an 
Asia Pacific Management diploma, and an International 
Business major in the Bachelor of Commerce degree. 
In the School of Business’s ideal world, every business 
student would participate in an education abroad 
activity before graduating.

With so many opportunities to internationalize, 
sometimes the biggest challenge is to determine where 
to focus your efforts and how to translate commitment 
into action. The best internationalization strategy will 

align with a School’s goals. To augment the globalization 
of MacEwan as a whole, the School of Business has 
committed to implementing the following international 
initiatives which support the goals of developing 
students’ and faculty members’ global knowledge, skills 
and abilities:

1. Inviting international professors for visiting  
 appointments — Since starting this initiative in 
 2008, the School of Business has hosted four 
 visiting academics from Spain, the Netherlands, 
 United States and France. In addition to hosting  
 visiting academics, the School will also host  
 international researchers (doctoral students) from  
 India and China in 2009.

2. Developing study tours to India, China and Japan  
 — A credit study tour to China and Japan was  
 offered for the first time in May 2008 and was very  

 successful. Plans to develop and implement study  
 tours to China and to India in May 2010 
 are underway.

3. Hiring additional international academics — The  
 faculty of the School of Business is increasingly  
 diverse and global. Of the 20 full-time faculty  
 members in the Bachelor of Commerce, many come  
 from outside Canada, including Brazil, Burkina  
 Faso, China, India, Iran, Pakistan, Turkey, the  
 European Union and the United States.

4. Identifying international partners — The School  
 continues to explore relationships with a number  
 of potential partners worldwide. Memorandums  
 of Understanding have been signed with over 12  

The School’s programming must support
the needs of the global business community.
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 institutions and student exchange programs have  
 been articulated with institutions in Ireland, the  
 Netherlands, and Switzerland. 

5. Internationalizing the curriculum — The Bachelor  
 of Commerce degree was designed with the  
 stipulation that a student must have at least six  
 credits of international content to graduate. This  
 applies to students in all majors.

6. International teaching and learning opportunities for  
 faculty members — The School hosted an  
 international business conference in May 2009  
 to foster discussions between academic and business  
 leaders on business relations and economic situations  
 in eastern and western countries. An Asia Pacific  
 Institute (originally established in 1994 for cultural  
 and language study) has been re-established  
 to support research collaboration and professional  
 development opportunities. Opportunities for  
 faculty members to teach as visiting academics at  
 institutions internationally are also being explored.

7. Hiring an international coordinator — Plans are  
 in place over the next year to expand staff positions  
 dedicated to supporting international activities.

Measuring Internationalization Strategies
Standardizing best practices in internationalization is 

challenging given the number of internationalization 
strategies and the differences among institutions’ goals 
for internationalization. Codrington (2004) emphasizes 
that best practice must be linked to student experience 

but will vary in implementation from institution to 
institution. Fortunately there have been some models 
developed to determine how successful a School is at 
implementing an internationalization strategy. 

Alon and McAllaster (2006) developed the Global 
Footprint which measures a School of Business on six 
dimensions: faculty global experiences, cross-cultural 
diversity in faculty, global curriculum, languages 
of instruction or learning, cross-cultural diversity 
in students, and student global experiences. Elkin, 
Devjee and Farnsworth (2005) have developed a 
“star” model that measures current and ideal levels of 
internationalization on thirteen scales: overseas trained 
staff, overseas curriculum, international institutional 
links, support for international students, internationally 
recognized research activity, international research 
collaboration, attendance at international conferences, 
internationally focused programs of study, staff interaction 
in an international context, staff exchange programs, 
student exchange programs, international post-graduate 
students, and international undergraduate students.

The School of Business used the Global Footprint 
model and an internationalization survey to measure 
current and brainstorm future internationalization 
efforts. In a comparison with data from 67 MBA 
schools in 19 countries, the School of Business was 
either average or above average in the areas of global 
curriculum, student global experiences, and cross-
cultural diversity of faculty members. Below average 
areas included cross cultural diversity in students, 
languages of instruction, and faculty members’ 
global experiences. A SWOT (strengths, weaknesses, 
opportunities and threats) analysis helped categorize 
various international aspects and areas of the School. 
Based on these data, priorities were ranked and 
internationalization recommendations were made 
in the areas of strategy, curriculum, students and 
faculty members.

An appropriate internationalization strategy will be 
based on a School’s goals and available resources. Schools 
of Business may find it helpful to benchmark against 
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other Schools with well-established internationalization 
efforts, or begin with the models described above to 
determine which aspects of internationalization are most 
appropriate and attainable. MacEwan’s experience has 
been that conceptualizing, organizing, executing, and 
measuring an internationalization strategy is a great deal 
of work, but is well worth the effort.

Kimberley Howard is a project manager and 
term faculty member at MacEwan’s School 
of Business. She is involved in several of the 
School’s international initiatives and co-
developed and implemented MacEwan’s BCom 
inaugural study tour to China and Japan in May 

2008. Kimberley Howard, Project Manager, Grant MacEwan 
College. She can be reached at: howardk2@macewan.ca.

Michael Henry is the Associate Dean of 
the MacEwan School of Business. His 
career has spanned the private, public, 
and non-profit sectors, including mental 
health, family services, regulatory and 
public affairs. He is currently pursuing 

doctoral studies at the University of South Queensland. 
Michael Henry, Associate Dean, Grant MacEwan College. 
He can be reached at: henrym@macewan.ca.

Ilan Alon is Jennifer J. Petters Chair of 
International Business and Executive Director 
of Rollins China Center at Rollins College in 
Florida. He is the author, editor, and co-editor 
of numerous books, published articles, chapters, 
and conference papers. He was awarded Professor 

of the Year by Rollins College Graduate School in 2003 and 
2006. He can be reached at: ialon@rollins.edu.
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A few years ago, Mathew McConaughey and Sarah 
Jessica Parker generated huge laughs, and impressive 
box office sales, in Failure to Launch, an absurd comedy 
about a 26-year old man still living in his parents’ 
basement, spending his days watching television and 
playing video games while the world passed him by. It 
turns out; the film was closer to the truth than many of 
us have been willing to admit. 

Young American men are stopping out, dropping 
out, and “failing to launch” in staggering numbers. 
Compared to young women, they are leaving high 

school at higher rates, attending college at lower rates, 
earning fewer degrees, and swelling the ranks of the 
under- and unemployed. The situation is nothing short 
of a full-blown national crisis, yet it is receiving very 
little attention in the face of conventional wisdom, 
which for years has taught us to think that it is women 
who are lagging behind and in need of special support.

Women have made significant and hard-fought gains 
over the last few decades — gains that must continue to 
be supported. During the last thirty years, women have 
become the majority of college undergraduates, and they 
now earn 58 percent of bachelor’s degrees and 60 percent 
of master’s degrees. There are now ten times as many 
female athletes in high schools and five times as many in 
colleges (and more coaches, scholarships, and Olympic 
participation) than before Title IX made equity in school 
athletics mandatory in 1972.

The percentage of adult women in the workforce 
has climbed from 45 percent to 60 percent, and the 
unemployment rate for women has consistently been 
the same as, or lower than, the rate for men since the 
early 1980s. While still not sufficient, women’s earnings 
have increased from 62 percent of men’s earnings to 
83 percent, and women have increased their share of 
management jobs from 20 percent to nearly 50 percent.

FAILURE TO LAUNCH

AND TEN THINGS YOU CAN DO ABOUT IT

FAILURE   LAUNCH:to
Confronting the Male College Student Achievement Gap

By Lane A. Glenn and Suzanne Van Wert
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It is not time to declare equal rights for women a 
victory, but the landscape has certainly changed. Today’s 
reality is:

•	Beginning	in	elementary	school,	boys	earn	lower 
 grades, receiving 70 percent of the D’s and F’s, 
 while girls earn 60 percent of the A’s. 

•	Over	1	million	teens	drop	out	of	school	every	year	 
 and 80 percent of them are male. 

•	Nationwide,	only	65	percent	of	males	graduate	from	 
 high school, compared with 72 percent of females. 

•	Only	43	percent	of	men	are	likely	to	graduate 
 from college, compared to 60 percent of women. 
 (Mortenson, 2006)

In addition to these bleak educational statistics, boys 
account for almost nine out of every ten alcohol and 
drug law violations; 95 percent of juvenile homicides are 
committed by boys; and 56 percent of men ages 18-24 
live at home with their parents.

The bottom line: Young men are becoming less 
educated, less employable, less attached to families, and 
a greater burden to themselves and others.

There are a great many possible reasons for this 
growing achievement gap between young men and 
young women. Various studies point to changing 
teaching methods in public schools that may 
disadvantage male students, a lack of male role models 
in the classroom, too much time spent playing video 
games and not enough time reading books, a shift in 
popular culture that skewers husbands and fathers as 
incompetent bumblers (the “Homer Simpson Effect”), 
an over-reliance on prescription drugs such as Adderall 
and Ritalin to control boys’ energy and attention, 
and even chemicals in our environment that may be 
“feminizing” the latest generation of boys, turning them, 
physically, into half the man their grandfathers were. 
(Sax, 2007)

Whatever the real causes, if you have (or are) a  
young son, nephew, brother, or any other kind of guy, 
you have reason to be concerned. But what can you do?   

Here are ten ideas that can help both young men  
and young women with the educational challenges  
they face today:

1. Study the student success differences  
between males and females at your school.  
Academic achievement between young men and young 
women varies from community to community and 
school to school. Success rates, and the reasons behind 
them, will be different for your school than the national 
statistics above, but you won’t be able to do anything 
about them until you know about them. In addition 
to looking at your school district’s own Web site, you 
can compare results on the National Assessment of 
Educational Progress by state and gender at 
http://nces.ed.gov/nationsreportcard. 

2. Demand a “college and career prep” curriculum 
at your high school. Yes, it is true that not everyone 
will attend college (or wants to); but 74 percent of high 
school seniors — both male and female — say they 

intend to complete a college degree, a statistic that has 
remained largely unchanged for the past twenty years. 
(Neu, 2007) And some college experience is becoming 
increasingly necessary. 

In 1950, 60 percent of jobs were classified as unskilled, 
attainable by young people with high school diplomas, 
and even by high school dropouts. Fast forward to 2009, 
and only 14 percent of jobs are unskilled, while 86 

FAILURE TO LAUNCH
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percent require higher levels of education and training. 
The reality is, what used to be thought of as a “college 
prep” curriculum, reserved only for academically 
talented and college bound students, is now the basic 
level of preparation all students need to be successful in 
both college and the workplace.

This necessary “college and career” curriculum 
consists of four years of English; three years each of 
social science, math and laboratory science; two years of 
foreign language; and at least one semester of computer 
science. In 1982 only 2 percent of high school seniors 
completed this preparation. By 2000 that figure had 
risen to 31 percent (still a long way to go), but for at 
least the last 15 years boys have lagged behind girls by 
about 4 percent in completing these courses prior to 
graduating. (Mortenson, 2006) This may help explain 
why boys are more likely to need remedial coursework 
when they do go to college, less likely to complete their 

courses successfully, less likely to seek support (advising, 
counseling, tutoring), and more likely to drop out 
during the first year — and not return.

Several states, including Arkansas, Indiana, Michigan, 
Oklahoma and Texas have implemented more rigorous 
high school graduation requirements aligned with 
college expectations; but most have not — yet. 

3. Send kids to college immediately after high 
school. Research has consistently shown that students 
who enroll in college immediately after high school have 
higher rates of retention and graduation than students 
who delay enrollment. Even young minds can forget 
a lot after a year or two away from the classroom. Yet 

many still delay — particularly young men. Since 1987 
many more males than females have chosen to put off 
college for two or more years after high school, and most 
have paid the price by not completing their degrees. 
(Sax, 2006)

4. find out more about the ways boys and girls 
learn differently. Brain science has made great strides in 
recent years. Through studying the brain’s chemistry and 
electromagnetic fields, scientists have confirmed that the 
language center in girls’ brains tends to develop sooner, 
making it easier for them to learn reading and writing 
by age 6. At the same time, research shows that young 
boys tend to be better at manipulating objects that 
move through physical space and understanding abstract 
mechanical concepts, while young girls often remember 
more, listen more effectively, and have an easier time 
“people reading.”  These are tendencies, not absolutes, 
and only a few examples of the ways our minds may 

work differently, but they should have important 
implications for how we teach, and help our children to 
learn. (Gurian, 2001)

5. find ways to appeal to both boys’ and girls’ 
learning styles. Today’s typical public school and even 
college classroom favors girls’ learning styles. Students 
are asked to come in, sit down, listen quietly, read and 
memorize routinely, and write to narrowly prescribed 
standards. This does not work well for most boys, who 
need hands-on learning, and movement. Boys love 
competition (which we have nearly abandoned in the 
grades before high school). They need recess, gym, 
music, and art (all things we restrict as punishment or 
cut during lean budget times). And they need reading 

By some estimates, today’s male college graduates have
spent less than 5,000 hours of their lives reading, and more

than 10,000 hours playing video games, and
20,000 hours watching television.

FAILURE TO LAUNCH
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material that appeals to them. While young women are 
slightly less likely to read for pleasure today than they 
were in 1980, roughly nine out of ten boys have stopped 
reading altogether. (Sax, 2006)

Our one-size-fits-all approach to teaching also tends 
to begin with students’ weaknesses, as compared to a 
single standard, and how to remediate them. Instead, 
we need to find ways to focus on what boys (and girls) 
do well, give them opportunities to develop these 
natural strengths, and increase the connection they feel 
to learning.

6. Consider support services targeted specifically to 
boys. It may take some work to get them involved, but 
there are many ways to encourage and support greater 
connection to learning for boys in school, at home, and 
out in the community. Consider tutoring aimed at boys’ 
learning styles, peer study groups, museum and zoo 

educational programs, local arts centers, and community 
service activities (that can help teach often-overlooked 
empathy skills in young men). 

7. Start boys one year later in kindergarten than 
girls. Kindergarten has changed since you were there. 
What used to be a year of developing socialization 
skills and physical coordination through circle time, 
art, music, recess and naptime has become the new 
first grade, with an emphasis on reading, writing, social 
studies, and even an introduction to a second language. 

Many parents of both boys and girls are increasingly 
choosing to delay the start of kindergarten by a year, 
particularly if their child turns five within a few months 
of the cutoff date. Knowing that boys generally have less 
developed reading, writing and verbal skills than girls at 
the same age, Dr. Leonard Sax, author of Boys Adrift, 
recommends that most boys should either attend an 
alternative kindergarten that emphasizes group activities 
and nonverbal skills, or delay starting altogether 
until they are six years old and more developmentally 
prepared. (Sax, 2006)

8. Consider single-sex classrooms or schools. Single 
sex schools or classrooms have always existed in private 
educational settings, but they are gaining increasing 
attention in public schools for a simple reason: they can 
work. In single sex classrooms where efforts are made not 
just to separate boys from girls, but to understand and 
apply what is known about learning differences between 
them, both boys and girls see significantly increased rates 
of attendance, reduced behavioral problems, improved 
grades and graduation rates.

According to the National Association for Single 
Sex Public Education, single-sex classes in coed public 
schools have increased from only three in 1995 to more 
than 300 today, and school districts across the country 
have created at least 95 single-sex schools. (Sax 2006)

9. Provide alternatives to video games. If boys aren’t 
reading, what are they doing?  By some estimates, 
today’s male college graduates have spent less than 5,000 
hours of their lives reading, and more than 10,000 
hours playing video games, and 20,000 hours watching 
television. Those are the college graduates. 

According to a recent American Medical Association 
report, up to 90 percent of American kids play video 
games and as many as 15 percent of them (mostly boys) 
may be addicted. It is serious enough that the American 
Psychological Association is considering adding video 
game addiction to the profession’s manual on mental 
illnesses, which is being revised for 2012.

FAILURE TO LAUNCH
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It’s time to unplug and rediscover the great outdoors 
— biking, kayaking, swimming, and backpacking. Take 
up a sport (or two). Eat dinner together as a family, plant 
a garden, play board games, and be sure there are plenty 
of books and magazines available around the house (yes, 
the often silly, gross, or adventurous kind that boys will 
actually read.)

10. Be a mentor, and find ways to expose young 
men to other male mentors. Most of us went to school 
for nine or ten years before seeing a male teacher in the 
classroom (other than the occasional gym class). Fewer 
than 3 percent of preschool and kindergarten teachers 
and only 19 percent of elementary and middle school 
teachers today are male. How much time each day does 
the young man in your life get to spend learning from 
other men?

Fathers, teachers and coaches can make great mentors. 
So can uncles, neighbors, and community volunteers. 
Play sports together. Let him see you reading. Talk about 
his dreams for the future and the importance of setting 
goals. Teach him a new skill — one he may not learn in 
the classroom. Forget the social stereotype that boys and 
men are supposed to be self-reliant (and therefore don’t 
need to stop for directions). 

The helpful direction you provide today may help 
ensure him of a successful “launch” tomorrow.

Dr. Lane A. Glenn is Vice President of  
Academic Affairs at Northern Essex Community 
College in Haverhill, Massachusetts, and a 
Chair Academy Facilitator.  Lane earned a Ph.D.  
from Michigan State University, a Master of Arts  
from Oklahoma State University, and a Bachelor 

of Arts from Northeastern State University.  Lane is proud  
to say he got his start at a community college: Rose State 
College in Midwest City, Oklahoma. He can be reached at: 
lglenn@necc.mass.edu.

Suzanne van wert is a professor of English 
at Northern Essex Community College, 
where she has taught for 25 years. She has  
her bachelor’s and master’s degrees in English 
from the State University of New York at  
Buffalo, with a specialization in teaching rhetoric 

and composition. Current professional interests include 
pedagogy and technology, inter-disciplinary studies, and the 
implications of gender in education. She can be contacted at: 
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References
Gurian, M., Henley P., & Trueman, T. (2001). Boys and Girls Learn 
Differently! : A Guide for Teachers and Parents. San Francisco: Jossey-Bass.

Mortenson, T. (2006). “The State of American Manhood.” Postsecondary 
Education Opportunity 171.

Neu, T. W. & Weinfeld, R. (2007). Helping Boys Succeed in School. Waco, TX: 
Prufrock Press.

Sax, l. (2007). Boys Adrift : The Five Factors Driving the Growing Epidemic of 
Unmotivated Boys and Underachieving Young Men. New York: Basic Books.

Sax, L. J. (2006). The Gender Gap in College : Maximizing the Developmental 
Potential of Women and Men. San Francisco: Jossey-Bass.

Tyre, P.  (2006). “The Trouble with Boys.” Newsweek 30 Jan. 44-52.

FAILURE TO LAUNCH



LEADERSHIP Vol. 16.2 Spring | 23

Client: The Chair Academy     Job: TCA-003 16.2 SPRING NEWSLETTER     Final size: 8.5” x 11”    Colors: CMYK    Bleeds: Yes

Created by: DAVIDSON & BELLUSO • 602.277.1185 • www.davidsonbelluso.com

The first days in a position can be challenging for any 
new leader, especially if you are facing the job relatively 
young. You have a great vision for your organization, and 
more than anything you want to make your department 
stronger for your students to support their success. 
However, you probably have never had to perform on 
this level before and, to add to the pressure, this may be 
your first and only chance to do things right in the eyes 
of others. Faculty that have served in the department for 
many years now report to you, and they might have even 
played a part in hiring you for your current position. 
You may have spent time socially on weekends talking 
about the “higher ups” and now you are one of them. 
How should you proceed?

Young leaders are often promoted and rise through 
the ranks because they are independent and ambitious. 
They are often great at task completion. However, once 
in leadership, young leaders need to learn how to be 
interdependent and utilize the knowledge, skills, and 
abilities of those who have been at an institution for a 
while and can draw on a diverse range of experiences. 
Some may see this approach as weak leadership and 
disempowering, but it is in fact a compelling way to 
empower those around you and establish a framework 
for cooperation and transparency in your leadership style.

This paper examines the unique challenges of young 
leaders and provides a framework for success in their 
positions. The old adage that you never get a second 

chance to make a first impression holds true, and 
one must invest in the right areas in order to win the 
support of others and help move a department forward. 
In order to accomplish this goal, it is our belief that 
young leaders, in particular, need to focus on four 
basic approaches to increase the likelihood of success: 
relationship building, servant leadership, mentoring 
opportunities, and finding ways to participate in and 
support others in professional development.

Concept One: Relationship Building as a Means
of Currency!

People are everything in this business! An individual’s 
legacy in an educational organization is not how quickly 
they complete a task; rather, it is how they engage others 
in relationships. The relationships you build with your 

DEVELOPING LEADERS
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team members are pivotal to fostering success in your 
area and strengthening the commitment that they have 
to the department’s mission and their motivation to 
accomplish the associated tasks. Knowing how to build 
positive, working relationships is an important skill and 
one that is not necessarily easily acquired. Nonetheless, it 
is important to focus on building these connections.

At some point, your mother may have told you 
something like, “Trust is one of the hardest things to get 
back once it is lost.” As a young leader, your currency 
is trust. Trust comes from building good relationships. 
However, getting there is not an easy path to navigate. 
In the book, The Five Dysfunctions of a Team, Lencioni 
(2002, p. 97) illustrates a pyramid much like Maslow’s 
hierarchy of needs. The difference is that his pyramid 
addresses the needs of teams instead of basic human 
needs. Maslow says that our most basic needs for 
human survival are food and shelter. In a parallel image, 
Lencioni says that the most basic underpinning of any 
team is Trust. Trust in a team environment is akin to 
food and shelter for survival. Lencioni’s main point 
is that an absence of trust lays the groundwork for a 
dysfunctional team.

Much of good leadership theory talks about the leader-
member-exchange and how there is a positive correlation 
between these two entities. Trust is foundational to this 
concept. It matters how the leader relates to the follower, 
as well as the nature of the relationship between the 
two of them. Having a good relationship with your 
colleagues will result in your ability to engage them 
in such a way that produces the best results for your 
organization. You should know your people better 
than anyone else in the organization. If you focus on 
relationship building, you will understand what is 
important to them and what motivates them, you’ll 
understand what they don’t like and what demotivates 

them, and you’ll discover what is going on in their 
personal and work lives so that you can lead more 
effectively. The boundaries to trust and relationship 
building are not limited to just your department, but 
extends to all areas of the organization. However, 
relationship building should start with people in your 
area of responsibility. The better you know them, the 
better you are able to serve your staff, which leads us to 
our second concept. 

Concept Two: Servant Leadership
Leading in your thirties is much different than leading 

in your fifties. There is a good chance that many of the 
employees know how their jobs should be done better 
than you do. In many cases, they may have been doing 
their current jobs when you were still in grade school. 
Overcoming this gap of life and institutional experience 
can be challenging. Beginning to understand how to 
interact with the employees in your department, as 
well as others in the institution is a key component to 
moving objectives forward in a strategic way. The need 
arises for a leadership style that is compatible with the 
existing schema of the department.

Servant Leadership, while not a new concept, has great 
appropriateness in this situation. It was a leadership style 
that both of our mentors suggested we adopt right at the 
beginning of our appointments. Taking this approach 
seems to have proven effective, because in many ways it 
reflects the tenor of what we’ve done. Young leaders are 
not able to fall back on a legacy or a list of successful 
projects. Their track record is short and their selection 
was due more to their promise as a leader, and we would 
guess that it was seldom ever due to an authoritarian 
leadership style. This is an important distinction. As 
someone who is young moves into a new leadership 
position, there seems to be an instinctive need to be 
more authoritarian. This temptation must be resisted, 

You should know your people better
than anyone else in the organization.
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as we see an authoritarian style counteracting the other 
three concepts we are putting forth. 

Greenleaf (2010) in The Servant as Leader, an essay 
that he first published in 1970, coined the phrase 
“Servant Leadership.” In that essay, he said:  
 
 “The servant-leader is servant first… It begins with the  
 natural feeling that one wants to serve, to serve first.  
 Then conscious choice brings one to aspire to lead.  
 That person is sharply different from one who is leader  
 first, perhaps because of the need to assuage an unusual  
 power drive or to acquire material possessions.”

Another quote from Greenleaf states, “The difference 
manifests itself in the care taken by the servant-first to 
make sure that other people’s highest priority needs are 
being served.”

Knowing how to put Servant Leadership into practice 
can be hard sometimes. Here are a few examples to 
develop our understanding of how to enact this style. 
Always be willing to roll up your sleeves and do the 
work, even if the work is seen as “below” the position 
you hold. Exhibit caring for your faculty as people who 
are important to you. Take the time to understand what 
is going on in both their work and personal lives in order 
to support them from a “whole person” perspective. It 
seems that when employees are off track, it is often due 
to circumstances external to work. Servant Leadership 
should not be seen as weak or undermining. This is a 
common myth worth dispelling. Instead, it should be 
viewed as bringing out the best in others. 

Concept Three: value of Mentoring Relationships
In addition to relationship building and servant 

leadership, it is critical for young leaders to value and 
utilize good mentors. Good mentors are invaluable when 
it comes to minimizing mistakes and giving background 
and perspective. As noted earlier, young leaders are often 
great at task completion, but their people skills may need 
a bit of work. They do not have the relational breadth 
of experience to always make the right choices when 
handling people issues. Mentors provide a safe place to 

be transparent and vulnerable, where it is safe to say that 
you are not sure how to proceed.

Johnson and Ridley (2008, p. xi), in their recent book 
entitled The Elements of Mentoring wrote, 
 
 Mentoring relationships (mentorships) are dynamic,  
 reciprocal, personal relationships in which a more  
 experienced person (mentor) acts as a guide, role 
 model, teacher, and sponsor of a less experienced 
 person (protégé). Mentors provide protégés with 
 knowledge, advice, counsel, support, and opportunity  
 in the protégé’s pursuit of full membership in a  
 particular profession.

The authors go on to say that, “Outstanding mentors 
are intentional about the mentor role.”

One benefit of having a mentor is that you can draw 
on and learn from their past experiences and possibly 
avoid having to learn a lesson the hard way. You can use 
your mentoring relationship to avoid early mistakes that 
would destroy your reputation and your ability to be an 
effective leader. Another component of mentoring is that 
it prevents you from approaching situations blindly and 
provides at least another example of how you might go 
about doing something. The greatest assets of having a 
mentor is helping young leaders minimize their mistakes 
and giving wise counsel. The following list comes from 
Finzel’s (1994) book, The Top Ten Mistakes Leaders Make, 
and provides some examples:
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1. The top-down attitude
2. Putting paperwork before people work
3. The absence of affirmation
4. No room for Mavericks?
5. Dictatorship in decision-making
6. Dirty delegation
7. Communication chaos
8. Missing the clues of corporate culture
9. Success without successors
10. Failure to focus on the future

Your supervisor can be your mentor. If your mentor 
and supervisor are one and the same, you need to be 
careful that you have the right kind of relationship. It 
works well when there is a significant age gap, and there 
are no organizational threats. Again the relationship 
matters greatly, and it does not work in all cases. 

In addition, it is important to recognize the 
importance of having a colleague that is very much in 
the same position as you are. To be able to talk with 
someone openly who faces the same situations as you, 
really provides a new facet of insight and creates a safe 
zone for sharing your thoughts and perspectives. There 
are certain considerations to make when you are new 
and doing this for the first time — a peer-mentor can 
help you assess that risk consideration.

Concept four: value of Professional Development 
Academics can occasionally have the attitude that their 

learning stops with their last degree. Taking the time 

to invest in yourself can be one of the more important 
things that you do, especially if you are in leadership. 
Many stakeholders benefit from you being more efficient 
— meaning your organization, your employees, and 
you. In the business that we operate within, we can find 
many instances of managers who lack proper training. 
Academic institutions are notorious for promoting 
longevity rather than competency. This can be 
problematic on many levels. We need those in leadership 
to have the right training if they are to interact with 
others, manage others, lead others, and increase the 
structural integrity of the organization. It is necessary 
that young leaders learn these skills early and from a 
credible organization.

So much research and wisdom exists already in 
training programs, books, seminars, and the like. 
It seems essential to begin to examine a lot of this 
work, assess it for validity and appropriateness, and 
determine whether or how to incorporate it into your 
leadership knowledge base. The Chair Academy has 
been a tremendous benefit in this respect, providing 
an opportunity to learn about accepted theories and 
research. Assuming more of a longitudinal approach, 
the Chair Academy allows new leaders and managers to 
receive training that will help them be more effective in 
their organizations and with others, and to experience 
this change in a way that will really stick. Rather than 
go to a one-day seminar, the Chair Academy tracks 
this progress over eighteen months, helps you establish 
a formal development plan, a mentoring relationship, 
and a formal and informal network of other working 
professionals who can provide insight.

Informally, professional development needs to be 
regularly occurring. We encourage you to approach 
this process with the idea of continual renewal and 
reflective practice — keep doing it and never stop. This 
can informally occur through reading and studying 
on your own, taking time to examine yourself and 
planning for your future, developing those mentoring 
relationships, and asking others for feedback on how 
you are doing. A strong relationship can be invaluable to 
personal development.
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Consider asking your employees with whom you have 
a strong relationship, “What do I need to hear that 
no one is telling me?” This feedback will allow you to 
change your behavior or adjust an approach before it 
becomes damaging. Don’t be afraid to hear this feedback 
and make a change. The informal process can be just as 
important as the formal one since this is what happens 
in the day-to-day. If integrated properly, it can naturally 
become a part of whom you are while modeling 
openness and a willingness to change to your staff. Using 
this approach, you can develop your leadership skills 
greatly over time.

One technique that can be used is to ask your staff and 
reports to evaluate you each year. Establish a survey and 
mechanism where you can get feedback anonymously on 
how you are doing, where the department needs to be 
heading, and what needs to change. This honest, open 
discussion is what you really want. It can be painful, 
and sometimes hard to swallow, but the truth is the 
truth. Even if it is not the truth and only a perception, 
the perception becomes the truth if it is not confronted 
in a meaningful way. You want to know how things 
really are or how things are perceived. Don’t be 
defensive, but use the feedback as a way to establish a 
path for departmental change that employees will own. 
Embrace what change can mean for you, your people, 
and your organization.

Conclusion
Being a leader and manager is hard work. The early 

days for a Chair/Dean or any other leadership position 
are especially hard because you need to be so many 
things to so many people. People are watching and 
forming early opinions. You need to get off to a good 
start, as recovering from early mistakes can be difficult. 

As you go about your work, the relationships that are 
constantly being formed should be examined and not 
treated frivolously. Care should be taken to establish a 
good foundation with those around you. Subsequently, 
one should work to engage in Servant Leadership, find a 
mentor, and make the necessary investments to develop 
professionally both yourself, as well as those around you. 

Your work is truly done through others. The goal is to 
develop a department/school that has a positive direction, 
all while working diligently to help students succeed.

It is important to establish a framework for how you 
will deal with the human side of this job because so 
many of the day-to-day interruptions and challenges 
will draw your attention. If you want change to happen, 
it must be practiced and internalized, so that it is a 
part of what you do. Because you hope to be with an 
organization for a long time, possibly move up in the 
organization, and be successful in your position, you 
have to create a sustainable model for your leadership 
— a model that will persist and benefit others.
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of the School of Business. 
Michael can be reached at: 
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Dr. Jason Dewling is from Lakeland College, Alberta  
(Canada) where he is the Associate Dean of Arts, Science, 
Business and Academic Services. Jason can be reached at: 
Jason.Dewling@lakelandcollege.ca.

As new leaders, both are passionate about working with other 
new leaders in helping them be successful in their new positions. 
Michael and Jason are using their personal experiences to foster 
several research trajectories. They will be continuing their work 
in this area with a recently funded grant research project from 
the Alberta Rural Development Network. 
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Achieving the Dream Core Team
Donna McNatt, Assistant Professor, Mathematics, Dr. Jennifer 
Spielvogel, Vice President Planning & Institutional Effectiveness, Dr. 
Jacquelyn Joseph-Silverstein, Executive Vice President Academic & 
Student Affairs, Ms. Supriya Draviam, Assistant Professor, English, Ms. 
Karen Miller, Dean, Student Affairs, Dr. Patricia Mintz, Vice President 
Student Success, Dr. Belinda S. Miles, Eastern Campus President, Ms. 
Lindsay English, Faculty & Academic Professional Development

EARS Retention Team
Thomas Matos, Chief Student Services Officer, Molly O’Brien, 
Associate Dean for Student Success, Katie Yep, Registrar, Meng-Chi 
Chien, IT Specialist, and Clint Bueling, Retention Coordinator.

Diversity Team from Ridgewater College
Thomas Tie, Edel fernandez, Ronald ferguson, Jennifer Gibson,
Mary Myers
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The Collegewide Outcomes Assessment Team (COAT)
Samantha veneruso (Pictured) and Ben Nicholson, Collegewide 
Coordinators, Mary Ellen Glowacki, Administrative Coordinator, 
Kathy wessman, Chief Policy, Planning and Research officer; Mark 
Alves, Rebecca Thomas, Nawal Benmouna, Greg Ryan, faculty cadre, 
Ruth Ciccocelli and Debra Morris, OIRA

Living Our vision of Excellence (LOvE) Committee
Mary Chatigny (Chair), Ellen Grondine, Judith Kamber, 
Kathy Ronaldson, and Nora Sheridan

Northeast Higher Education District Leadership Team
Dr. Ken Simberg, Provost of Hibbing Community College, Dr. Tina 
Royer, Provost of Mesabi Range Community and Technical College, Dr. 
Mary DuBois, Provost of Vermilion Community College, Dr. Michael 
Johnson, Provost of Itasca Community College and Interim Provost of 
Rainy River Community College
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INTERNATIONAL EXEMPLARY LEADER AWARDS

M State President’s Cabinet
Carol Totland, Assistant to the President, Dacia Johnson, Chief of Human 
resources, Pat wilber, VP College Advancement, Dave Overby, CIO, Anna 
wasescha, Provost-Fergus Falls, Pat Nordick, CFO, Tom Koehnlein, Chief 
of Facilities, Barry Lane, CAO, Jerry Migler, Ex VP and Provost-Moorhead, 
Cris valdez, Provost-Wadena and Detroit Lakes

Diversity & Equity Action Council
Members of the Council in Photo: Lisa Payne, Research and Planning Analyst, Sophia 
Georgiakaki, Assistant Professor of Math, Hal Brown, Counselor, Meg Garvey, 
Counselor, Seth Thompson, Director of Multicultural Services, Susan Cerretani, 
Assistant Professor of English, Karl Madeo, Director of College Now, Amy Trueman, 
Director of Counseling, Career, and Transfer Services, Khaki wunderlich, Dean of 
Organizational Success & Learning, Karen Macier, Chief Development Officer, Carol 
Sammis, Instructor of Early Childhood, Carolyn Boone, Coordinator of Access and 
Equity Services.

Not in Photo (alphabetical): Melinda Case, Office of Public Safety Secretary, Sharon 
Dovi, Human Resources Administrator, Maureen Edmonds, Coordinator of ESOL 
Programs, T.G. Imo, Professor of Accounting, Kimberly Kessler, Associate Director of 
Residence Life, Leah MacLeod, Instructor of Math, Linda Pasto, Professor of Nursing, 
Jessica Schifilliti, Multicultural Services Secretary, John Sheehan, Adjunct Instructor

Believe Achieve Inspire Leadership Program Committee
Craig Dent, Dr Segu zuhair, Shabia Mantoo and Mohammad 
Helmy. Not pictured is Umar Batchelor.

Dave Marshall & Robin fisher
Mount Royal University President’s Team
Dave Marshall, President, Robin fisher, Provost and Vice-President of Academic Affairs.

If you are interested in recognizing an Exemplary Leader at our 2011 
International Leadership Conference in Dallas, Texas, March 22-25, 

2011, please visit the Chair Academy website at www.chairacademy.com 
and submit a nomination form.
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Transformational Leadership
Expand your leadership skills, enhance your 

professional life, make connections with colleagues 
from colleges and universities around the world.

•   18-month Competency-based training
•   Networking and partnership opportunities
•   On-going web-based leadership training during the year
•   Mentoring and coaching component
•   A Certificate of Graduation is awarded as well as an 

opportunity to earn  9 hours of graduate-level credits

Advanced Leadership

Upcoming Foundation 
Leadership Academies

Wisconsin Leadership Academy (WLDI)
Madison, Wisconsin

Week 1: June 20-25, 2010 
Week 2: June 19-24, 2011

GREAT LAKES LEADERSHIP ACADEMY
University Center, Michigan

Week 1: August 1-6, 2010 
Week 2: July 31- August 5, 2011

The Chair Academy is offering an Advanced Leadership 
Academy in conjunction with our 2011 Annual Leadership 

Conference in Dallas, Texas. Session 1 takes place
March 19-22, 2011. The second session will take place 

prior to our 2012 Conference in Atlanta, Georgia.

This is a great opportunity for institutions with limited travel 
budgets to maximize their opportunities for professional 

leadership development. 

Attendance at the Advanced Leadership Academy also 
grants participants a discount on registration for the 

Chair Academy’s 20th Annual Leadership Conference.

For more information about attending the Advanced Leadership
Academy Program see our webpage at: www.chairacademy.com.

For more information about attending a 
Foundation or Advanced Leadership Academy Program 

see our webpage at www.chairacademy.com,
or contact us at leadershipacademy@chairacademy.com.

1025 N. Country Club Dr. Mesa, AZ 85201    (480) 461-6270
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THE CHAIR ACADEMY’S
20TH ANNUAL INTERNATIONAL LEADERSHIP CONFERENCE 

FOR COLLEGE AND UNIVERSITY LEADERS
MARCH 22-25, 2011 - DALLAS, TEXAS

HOSTED BY THE DALLAS COUNTY COMMUNITY COLLEGE SYSTEM

The Chair Academy recognizes that one of the highest levels of recognition that a
person can receive is to be honored by colleagues. We want to team up with you
and your institution to celebrate those individuals or teams who you believe best

exemplify and support academic and administrative excellence in leadership.

We will recognize your outstanding leaders or leadership teams 
at the Chair Academy’s 20th Annual International Leadership Conference 

March 22-25, 2011 in Dallas, Texas

Nominate an Exemplary Leader

To submit a Conference Proposal or to Nominate an Exemplary Leader
for the 2011 International Leadership Conference, please visit our website at:

www.chairacademy.com

Call for Proposals
Presentations are to be relevant, useful, and practical to the complex role of 
educational leaders. They are not to promote publications or other materials

that involve remuneration, advertise consulting services, or endorse 
commercial ventures. Special consideration is given to topics relevant to the
conference theme, “Strategic Leadership.” All sessions are to be participant
centered and actively involve participants through discussions and activities.

The Chair Academy conference goal is to provide programs that specifically 
address the administrative and academic needs of college and university leaders,
develop the skills required for effective leadership, and maximize the opportunity

for conference participants to interact with each other.
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STUDENT SUCCESS 
IS OUR SUCCESS. 

TECHNOLOGY • TRADES • BUSINESS

SAIT Polytechnic is one of the premier polytechnic schools in North America offering training across a variety of 
technology, trade and business disciplines. Our world-class instructors focus on providing students with the quality 
education they need to have engaging, challenging and productive careers. And with our 95% employment rate, 
schooling at SAIT is more than an education, it’s a life-changing experience. 
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The college of you.

Chandler-Gilbert | Estrella Mountain | GateWay | Glendale | Mesa  
Paradise Valley | Phoenix | Rio Salado | Scottsdale | South Mountain  
Maricopa Skill Center | SouthWest Skill Center

The Maricopa Community Colleges are one of  
the largest educational systems in the nation.  
The district consists of  ten colleges, two skill 
centers, and numerous centers and satellites 
located throughout the Greater Phoenix, 
Arizona area.  

The Maricopa Community Colleges provide 
affordable education and training services to 
more than a quarter million students every 
year in both credit and non-credit classes.  
MCCCD delivers effective teaching and 
learning through innovative occupational 
programs and training, extensive partnerships 
with business and industry, and a vast array 
of  courses that transfer to Baccalaureate-
granting institutions.  

For more information about the 
Maricopa Community Colleges visit:

www.maricopa.edu

MCCCD is an EEO/AA Institution.

NAVIGATE YOUR LEADERSHIP JOURNEY
Develop your leadership skills by completing a degree or certificate through the Educational

Leadership and Higher Education (ELHE) program at the University of Nebraska-Lincoln (UNL).
The ELHE program offers two doctoral degrees. The Doctor of Education (EdD) requires 96 

post-baccalaureate credit hours. The EdD is a program of study that prepares the student for 
professional practice and is intended to help an individual develop leadership skills and become

more versed in developing the analytical skills to confront difficult problems of practice. The 
Doctor of Philosophy (PhD) requires 90 post-baccalaureate credit hours. The PhD is a program of
study that prepares the student for a career oriented towards research and scholarship. As such,

students are expected to master a scholarly research tradition in a specific area of educational
leadership and higher education and to be familiar with both quantitative and qualitative 

research methods in education.  

Our more recent program development is the Community College Leadership Certificate (CCLC).  This
innovative program for employed community college professionals is comprised of three components:

The First Component, the UNL Component, includes a set of five courses, designed individually 
and collectively to cover knowledge and skills necessary to lead community colleges in a rapidly

changing environment.

The Second Component is the Professional Development Component, and requires completion of a 
leadership development program offered by your institution or a professional association familiar

with the community college—such as the Leadership Academy. 

The Final Component involves an institutional sponsor or mentor, with whom the participant can 
discuss aspects from both the UNL coursework and the professional development activity as they 

pertain to their employing institution.

For more information about graduate and certificate programs in 
Educational Leadership and Higher Education at UNL, 

visit our website at: http://cehs.unl.edu/edad/
Dr. Brent D. Cejda (402) 472-0989 - bcejda2@unl.edu

EDAD Graduate Admissions Secretary (402) 472-3729 - edadgradsec@unl.edu



TRANSFORM YOUR LIFE AND THE LIVES OF EVERYONE AROUND YOU. 
 
For more than 35 years, NSU's Fischler School Of Education's ideas, approach, and programs have inspired leaders to 

 
The minor in community college leadership prepares students to pursue a professional leadership career within the
community college system. Community college administrators, professors, researchers, and policy analysts will be
able to assess, plan, coordinate, and contribute to the expansion and improvement of community college leadership
on a global scale. 

 
                                            These courses were developed and may be taught by community college chancellors, presidents and deans with 

                                                           worldwide experience. Course content is research based and infuses best practices in education.  
 
          >  Minor in Community College Leadership (15 credits as part of the Doctor of Education degree)

 >  Certificate in Community College Leadership (15-21 credits)
                           
                    The Fischler School's partnership with the Chair Academy allows students, upon receiving the Certificate of Completion,

                                                            to receive a 15% tuition grant and transfer 6-9 credits into the doctoral program or the Certificate of Advanced
                                                                                                    Graduate Studies.

 
                                                                                                                                                                                          Visit our booth at the 19th Annual International Conference for Post-Secondary Leaders on March 15th-18th, 2009. 

        
 
 
      
                    

Nova Southeastern University admits students of any race, color, sexual orientation, and national or ethnic origin. Nova Southeastern University is accredited by the Commission on Colleges of the Southeastern
Association of Colleges and Schools (1866 Southern Lane, Decatur, Georgia 30033-4097, Telephone number: 404-679-4501) to award associate’s, bachelor’s, master’s, educational specialist, and doctoral
degrees.  

degrees. 

   
                                                   >  Are you ready to cause an effect?              ›        888.857.4785  ext. 28437                   ›        debbien@nova.edu

  ›             >  BECOME A LEADER AT A                     COMMUNITY COLLEGE

inspire the people around them to change the world. 

i> BECOME A LEADER

   AT A COMMUNITY COLLEGE. 



MOUNT ROYAL UNIVERSITY
Changing the Face of Education

Ordinary chair.
 Extraordinary possibilities.

Mount Royal univERsity 
three professors representing diverse academic fields. one business student with a wicked 
slapshot. their common ground? Mount Royal university. 

Get the big picture by getting to know four people who have made this place their home base:
Ricardo Hoar, Coleton Thielmann, Dr. Samanti Kulatilake and Dr. John Winterdyk. 

Go to mtroyal.ca




