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ABSTRACT

This study explores the personality characteristics, emotional intelligence, and
leadership attributes of twelve Louisiana community college chancellors in order to better
understand leadership selection in community and technical colleges. Hogan’s
Leadership Forecast Series and the self-reported Multifactor Leadership Questionnaire
short-form were used to explore and describe the leadership qualities of chancellors.
More specifically, the Hogan Leadership Forecast Series of assessments included the
Motives, Values, Preferences Inventory (MPV1), Hogan Personality Inventory (HPI), and
Hogan Development Survey (HDS). Assessments were administered in May 2018.
Findings indicated that, in general, chancellors varied widely in their personality
characteristics (including both potential “bright-side” and “dark-side” qualities), as well
as motives, and values. However, the chancellors showed considerable similarities in
reporting a high level of comfort with both transformational and transactional leadership
styles. The chancellors varied greatly in relation to interests, stressors, and bright-side
qualities, as well as emotional intelligence. By better understanding the personal
dispositions and leadership styles among current leaders, it may be possible to better
select future leaders within the system. It seems that high scores on Transformational and
Transactional leadership scales were common among the leaders. Findings suggest that
looking at leadership processes may be a more fruitful method for researchers than

examining and assessing personality traits in the selection process. This study may



therefore, provide baseline data that contributes to future selection, retention,
development, and recruitment of community college chancellors. Given the increased
challenges of leadership shortage and turnover, and the leadership crisis that exists in
higher education in general, this study may help to provide personality factors and
leadership attributes that may be helpful in clarifying the desired traits and profiles of

future leadership candidates.



APPROVAL FOR SCHOLARLY DISSEMINATION

The author grants to the Prescott Memorial Library of Louisiana Tech University
the right to reproduce, by appropriate methods, upon request, any or all portions of this
Dissertation. It was understood that “proper request” consists of the agreement, on the part
of the requesting party, that said reproduction is for his personal use and that subsequent
reproduction will not occur without written approval of the author of this Dissertation.
Further, any portions of the Dissertation used in books, papers, and other works must be
appropriately referenced to this Dissertation.

Finally, the author of this Dissertation reserves the right to publish freely, in the
literature, at any time, any or all portions of this Dissertation.

Author

Date

GS Form 14
(5/03)



DEDICATION

| dedicate my dissertation to my loving family and many friends that have
encouraged me throughout this long journey. I am thankful for the leaders that | have
worked with and for their support to seek and pursue goals that would make a difference
in the lives of others. Without witnessing firsthand some of the most amazing leaders in
higher education and having been inspired by them over the years, | would not have
pursued this path. To the tribe of service-oriented women and men | get to work with
every day, you have made this journey tolerable.

For thirty years, | have had the privilege to work with people who have made me
stronger, smarter, and better. | have had the great fortune to be surrounded by servant
leaders that have been visionaries. | have been blessed to work with teams that | love, in a
field about which | am passionate. It gives me great pride to acknowledge the staff of
State Employees Group Benefits Program, Louisiana’s Board of Regents, including the
Learning Center for Rapides Parish, Louisiana State University of Alexandria, the
Louisiana Community and Technical College System, my Central Louisiana Technical
Community College colleagues, and Louisiana Tech University faculty and staff.

| am forever grateful to my husband, children, and parents. To my amazing
friends and work-family - I must be the luckiest person ever. To ALL my parents and
sisters who have always been made me feel like | could conquer the world, thank you for

teaching me how to work hard and how to love people. Dad, thank you for all your

Vi



vii
sacrifices and the amazing life-lessons you have provided along the way. To the
educators in my family that | hold in such high esteem, Phyllis and Aunt Sybil, thank you
for being the women you are. To my children, Matthew, Cameron, Emma Scott, and
Isaac, you have been by my side during this long journey and have always supported me
with great encouragement—you make me so very proud! Last, but definitely not least, to
my husband who helped me make my dissertation journey twice as long as it should have
been by making our life so amazing and great. You are my everything. | love you forever.

No words can measure my love for you.



TABLE OF CONTENTS

ABSTRACT . ii
DEDICATION ...ttt e e e e e neennne s Vi
LIST OF TABLES ... Xii
LIST OF FIGURES ... .ot Xiii
ACKNOWLEDGMENTS ...t Xiv
CHAPTER 1 INTRODUCTION ...ttt 1
BAaCKGIOUNG ... .ooviiee ettt te e e esre e teeneenreas 3
Definitions and ACIONYIMS ......cc.veiuiiieieeiie et este e se e steesae e steere e s reeeesneesreas 5
RESEAICH QUESTIONS ... ..cviiiiiecitie ettt ebe et e e ete e s ab e b e e sbeesbeesaeesnbeeabeeearee e 8
PUIIOSE . .. ettt ettt e b e b e e nr e e nree e 9
SIGNITICANCE. ...ttt e r e e te b e s e sreereanes 9
AIMS aNA ODJECHIVES ...ttt re e 10
OVEIrVIEW OF IMELNOAS ... 10
OULIINE OF DISSEITALION .......iveiieiiiee ettt 12
CHAPTER 2 REVIEW OF LITERATURE ..o 13
OVBIVIBW ...ttt bbbttt b bbbt 13
Brief History of Leader Selection in Higher Education in the United States............... 13
Succession Planning in Post-Secondary EQUCAtION .............cccvevvveeiieiiic e, 17

viii



Louisiana Community and Technical College System..........ccccovveveviieieiieciie e 20
Diversity CONSIAEIAtIONS.........ccuviieieerieeieieese s e e e et e ae e sreennennes 21
Conceptual Framework for Leadership ........cccccveveiveieeieiieese e 23
RISKS OF SEIECTION ... 25
Leadership ASSESSIMENT...........cuiiiee et ste e e e e sre e nnes 26
Performance EValUatioN...........c.cocooiiiiiiiiisec s 27
Background on the Data Collection INStruMeNtS..........cccccvevviveiieii e 27
The Hogan Personality Inventory (HPI) ........cocooveiieii e 29
Hogan Development SUrvey (HDS) ......cccocviiiiieiiiic e, 30
Motives, Values, Preference Inventory (MVPI) ..., 32

EQ ASSESSIMENT ...eeeiiiiiie ettt e e e st e e e e e e s et e e e e e e e e e 33
Multifactor Leadership Questionnaire (MLQ).......cccccvevveieeieiie e 37
Findings of Previous Studies of Leadership Traits in Other Contexts...............c.cu..... 38
DiSCUSSION AN SUMMAIY ........ccuiiieiieiie e ete ettt e sre e e steeae s e e sre e e ens 40
CHAPTER 3 METHODOLOGY ...ttt 42
INEFOTUCTION ...ttt 42
RESEAICN DBSIGN.....viiiiieie ettt ettt e be e nre e ens 42
Theoretical FrameWOrK ..........cccooviiiiiiiieiee e 43
Conceptual FrameWOrK ..........cccoviiieieiie e 43
Sample and Data CollECHION..........cccciiiiicc e 44
Data COlECTION ... 44
RESEAICN INSIIUMENTS ... 47

HPI “Bright-side” TTaits ......ccoiiveiiiiiiiieiiiee e 47



Hogan Developmental Survey (HDS) “Dark-side” Traits........c.cceevverververeennnn, 48
Motives Values Preferences Inventory (MVPI) .......cccoovevviieiieieiic e, 50

EQ Emotional INtEHIgENCE...........civeeiicceee e 50
Multifactor Leadership Questionnaire (MLQ) Full Range Leadership.............. 51
ANAIYSIS FIrAMEWOIK........oiiiiieece e 52
D= o] o1 o] o OSSPSR 52
Limitations, Reliability, and Validity............c.ccccoiviiiiiicecc e 52
Ethical CoNSIAErAtiONS.........ccveiiiieiiiee e 53
CHAPTER 4 RESULTS ...t 54
INEFOTUCTION ...t 54
SAMPIE CharaCteriSTICS .. ..uiiieivieie et re e enre s 54
Hogan Personality Inventory: A Measure of ‘Bright-Side” Traits ........cc.ccocvevvrvrrvennns 55
Synthesized HPI Profile of Typical Chancellor.............cccooeviiiiciiiieic e 55
Hogan Development Survey: A Measure of “Dark-Side” Traits..........ccoovereeiieennnnns 57
Synthesized HDS Profile of the Average Chancellor............c.ccccoovveeiiiiinenne, 57
Motives, Values, Preferences Inventory (MVPI) ... 59
Synthesized MVPI Profile of the Average Chancellor...........ccccccoveviiieiveneane. 59
Gender Differences in MVPI SCOTES ........cooiiiiiiiiiieieeese e 60
Emotional Intelligence Quotient (EQ) ......covveiueiieiieiecieseese e 61
Synthesized EQ Profile of Average Chancellor..............ccocovvviiiiiii i, 61
Multifactor Leadership Questionnaire (MLQ)........ccccccveiiiiiieniieiiie e 62
Synthesized MLQ Profile of Average Chancellor............cccccoeviiiiiiiiicicin, 62

Spearman Rank Order Correlation...........ccccoiiviiii i 63



Xi

Spearman Correlations Between Personality Traits (HPI and HDS Total

Scores) and MLQ SUDSCAIES ........ocveiieiiiiesiee e 66
SUIMMEBIY .. b et b et b e bt et b e nne s 69
CHAPTER 5 DISCUSSION, RECOMMENDATIONS, AND CONCLUSIONS ........... 70
INEFOTUCTION ...ttt e re e sreebeeneenreas 70
SIMIlArTIES AN TTENAS ..o nreas 70

(@ 10 11 1] £ OSSO RROP USRS 70

Hogan Personality INVentory ReSUIES ..o, 71

Hogan Development Survey ReSUIES...........cooviiiiiiiiic e, 71

Motives, Values, Preferences Inventory ResultsS...........cccceeeneniiinininiceen, 72
Emotional Quotient (EQ) RESUILS.........cooiiiiiiiicee e 72
Differences and Related FaCtOrS ........coviveiierieie s 74
[T = o 1 USRS 75

(1= 0T [T OSSPSR 75
Responding to Research QUESTIONS..........ccuiieiiierieienie et 77
Typical LCTCS Chancellor ... 77

Widest Variation and DIVEIGENCE ........ccveiiieriiieiisiesieeee e, 77

Shared Characteristics and Qualities of LCTCS Chancellors............c.ccocve... 78

Typical LCTCS Chancellor and Comparison to Other Contexts...................... 78
Reflections and Concluding ThOUGNTS ..o 80
REFERENGCES ...ttt e et e et e e e ane e e s neeeanneas 81

APPENDIX A HUMAN USE APPROVAL LETTER .....cccoooiiiiiiiieeee e 94



Table 1

Table 2

Table 3

Table 4

Table 5

Table 6

Table 7

Table 8

Table 9

LIST OF TABLES

Mean and Median HPI Scale Scores for the 12 Chancellors.................... 56
Mean/Median HDS RESUILS.........ccviiriiiiiiieiee s 58
Average/Median MVPI RESUILS..........cocviiiiieiiiie e 60
Gender Differences in Average MVPI SCOTES .........ccceveiiiininisieieinen, 61
Average/Median EQ ReSUIES .........ccoviieiiiiiiiiiinceee e, 62
Synthesized MLQ Profile and Range ..........ccocvveieiiniienciecceceee 63
Spearman Rank Order Correlations Between DIimensions ..............c........ 65
Rank Order of Rank Ordered DIMeNSIONS. ........ccocovevverienieseanieeieseeneeanns 66

Spearman Rank Order Correlations of HPI and HDS Total Scores
With MLQ SUDSCAIES .......ooveeiiiiiiiecee ettt 67

xii



Figure 1

LIST OF FIGURES

Race/Ethnicity of PartiCipants...........c.ccoceoviiiinieiece e,

Xiii



ACKNOWLEDGMENTS

| would like to thank Dr. Richard Shrubb, my dissertation chair, for his continued
support, encouragement, availability, and guidance. | have benefited greatly from his
knowledge of the dissertation process and research design. | am forever grateful for his
patience, kindness, and wisdom, not to mention his ability to broaden my vocabulary.

When | first met Dr. Mary Margaret Livingston, | immediately admired her. Little
did 1 know almost 20 years later she would become such an integral part of my success in
the dissertation process. Dr. Livingston’s knowledge and feedback have been invaluable.
It has been a privilege to work with someone | so greatly respect.

| would like to thank Dr. Jerome Tobacyk for his willingness to work on my
committee even in his “retirement”. He is a brilliant statistician, and | am forever grateful
for his input and continued reminding to not overthink it. Thank you.

To Dr. Dawn Basinger and Dr. Don Schillinger, | am proud to be a graduate of
LA Tech’s College of Education, and I will forever take pride in holding a degree from
your college. President Les Guice, it is true, | will be Forever Loyal.

| would like to thank the Louisiana Community and Technical College System
and Dr. Monty Sullivan, the visionary leader of the System that supported the research of
this project and provided encouraging words when | needed them the most. Many thanks
to each of the chancellors who participated in my study---especially my supportive

leader, friend, and Chancellor, James Sawtelle. | am grateful to Dr. Christel Slaughter of

Xiv



XV

SSA Consultants who graciously provided continued input that gave my research design
meaning. A special acknowledgment to my “other family”...the Martins---thank you for
loving my family and always providing encouragement through this long, long journey.

Lastly, thank you to my very dear friend and colleague, Misty Slayter who endured this

dissertation journey with me.



CHAPTER 1

INTRODUCTION

For more than 15 years, the American Association of Community Colleges
(AACC) has forecasted a leadership crisis within postsecondary education that includes
both community colleges and universities (AACC, 2010, 2013, 2018). This crisis is a
result of the leadership shortage of Chief Executive Officers (CEQOs), which is partially
due to the ‘mass exodus’ of baby boomers, as well as fewer professionals embarking on
such complex positions. For post-secondary institutions across America, budget
constraints and new expectations for enrollment across all levels have made the position
of executive leader more challenging. These demands occurred just as the availability and
supply of qualified persons began to decrease. The high vacancy rate of community
college presidents in America is based on the advancing age of presidents, and difficulties
with succession, which are compounded by a tendency toward short leadership terms
(McNair, 2014). The majority of college presidents currently serving, or recently serving,
are from the same baby boomer generation. The retirement of this large generation,
coupled with the smaller pool of qualified applicants presents a challenge for the future of
community colleges (Benard & Piland, 2014). One study in 2012 found that 84% of
community college presidents intended to retire before 2016 (Benard & Piland, 2014).

The most recent national survey of community college executives reported that more than



75% of today’s leaders intend to retire within ten years, and 50% plan to retire within five
years, yet only 21.2% of these colleges have a succession plan in place (AACC, 2019).
This departure has created panic within the stakeholder community, as well as motivation
to act. The ideal solution is to develop a larger pool for selection (McNair, 2014).
However, the aims of expanding the source pool should not be achieved by lowering
standards and criteria. Jaschik & Lederman (2019) assert there are also diligence
requirements in relation to the quality of the processes of recruitment and selection.
Qualified candidates typically require advanced degrees, several years of administrative
experience, and have strong leadership skills. These begin with knowledge of what the
selection criteria should be, but they also include issues of the day, such as management
of diversity and the rapidly changing technology of our times (Jaschik & Lederman,
2019). As it turns out, preoccupation with the quality of selection criteria has been a
concern for decades. There are, of course, technical and ethical considerations which
include understanding who is being excluded, and on what basis, as well as who would
be included, and what information about their leadership potential in specific
circumstances remains unknown (AACC 2010, 2018). The chief executive officers of
colleges often referred to as president or chancellor, have seen an alarming rate of
increased turnover (Smith, 2017; Seltzer, 2017).

The Louisiana Community and Technical College System (LCTCS) is not
immune to this national leadership trend. Comprised of 12 community and technical
colleges, Louisiana’s 20-year-old community college system has five chancellors that
have been in their current role less than two years. In addition, three current chancellors

have been in high profile presidential searches outside of the LCTCS system. With these



looming leadership changes, the success of quality candidate selection has never been
more crucial. This study will look beyond earned credentials and compare the leadership
values, emotional intelligence, and personality traits to determine CEO attributes within

Louisiana’s Community and Technical College System.

Background

Leadership in a changing environment is a common theme today. The issue of
dealing with change is reiterated across sectors and industries, as is a focus on leadership
traits associated with strong ethical values (McCaffery, 2019). This is reflected in the
consideration of leadership, which is needed in contexts such as healthcare, the criminal
justice system, and all levels of education. While there is often an idea of leaders in
competition with each other, the abundance of need for leadership, in fact, creates a
system of necessary collaboration and coordination between leaders in order to meet
organizational goals. Leaders in a variety of contexts are dealing with change, but the
operating environment of the executive officer of a commercial corporation that produces
goods and services is very different from that of a leader in education, whether that
institution is public or private (Selingo, 2017). One issue is that the outcome and value of
an institution generally has an even greater societal importance than the value to
shareholders of a publicly held company.

These differences between higher education leaders and private business
executives have relevance that should be examined (Witt/Kieffer, 2013). These
differences become particularly important when the instruments that are developed in the
commercial setting are applied to educational settings. Such is the case when the Hogan

assessments and the Multifactor Leadership Questionnaire are applied to leaders in higher



education (Witt/Kieffler, 2013). Knowing the scope of meaning, as well as the limitations
of the data, can help to ensure that talent is not ignored or missed simply because it does
not match expectations. This is a potential problem and not one that can be easily
resolved given the entrenchment of Western ideals of leadership traits. Expectations of
those traits in leaders in the developed Western world, and a subsequent assessment
process that seeks out the very same traits that were previously present in leadership
profiles (Chuang, 2013).

Professional development has been one of the easiest solutions to implement in
terms of short-term projects to promote succession planning and qualified pools of
applicants (Rosenthal, Routch, Monahan, Doherty, 2018). In many cases, universities and
colleges already have annual training plans for all employees and offer encouragement
for taking leadership courses at all employment levels. Professional development events
put an individual in the pipeline for higher education leadership; however, the same
issues of selection persist in recruitment for positions. First, and foremost, in selection is
the idea that the right individuals with the right potential are chosen to participate in such
development. There are additional issues at stake, including ensuring diversity and
finding currently relevant talent that may not imitate power profiles of the past. A
concern is having greater insights into the initial determination of the desired

characteristics for these positions when seeking leaders.



Definitions and Acronyms

The following defined terms and acronyms are referenced throughout this study.

Emotional Intelligence (EQ) is the ability to recognize, access, and produce
emotions that cognitively aid in understanding and regulating emotions and behaviors
(Salovey & Mayer, 1990).

Five-factor Model (Big 5): Created by Robert McCrae and Paul Costa, this
model describes the personality in terms of five broad factors: Openness to experience,
Conscientiousness, Extraversion, Agreeableness, Neuroticism.

Full Range Leadership Model (FRLM): A general leadership theory that has
continued to evolve since its 1985 inception. Like the Multifactor Leadership
Questionnaire (MLQ), this model was created by Bernard Bass and Bruce Avolio. Today,
it represents nine single-order factors, comprised of five transformational leadership
factors, three transactional leadership factors, and one non-transactional laissez-faire
leadership trait (Antonakis, Avolio & Sivasubramaniam, 2003).

Grounded Theory: A research methodology that operates inductively. A study
using grounded theory is likely, to begin with a question. Grounded theory is different
from the traditional model of research. Upon the attainment of data, which is reviewed
and coded into concepts and categories, the categories may become the basis for a new
theory. Therefore, the research is “grounded” in theory (Glaser & Strauss, 1967).

Hogan Leadership Forecast Series (LFS): A comprehensive leadership
assessment designed for top executives. This assessment portfolio provides leaders with
an understanding of their performance capabilities and challenges. The portfolio is

divided into a series of reports created from Hogan’s Developmental Survey, Hogan’s



Motives, Values and Preferences Inventory, and Hogan’s Personality Inventory. The LFS
reports include Potential, Challenge, Values, Coaching, and Summary.

Hogan Personality Inventory (HPI) or “Bright-Side”: The HPI describes
normal or “bright-side” personality qualities that describe how individuals relate to others
when they are at their best. This profile is based on the Five-Factor Model. The HPI
measures seven scales including Adjustment, Ambition, Sociability, Interpersonal
Sensitivity, Prudence, Inquisitiveness, and Learning Approach.

Hogan Development Survey (HDS) or “Dark-Side”: The HDS is a survey
within Hogan’s Leadership Forecast Series that measures qualities that emerge in times
of increased strain and can disrupt the relationship, damage reputations, and derail
success. The HDS uses 11 personality scales to recognize shortcomings and maximize
strengths: Excitable, Skeptical, Cautious, Reserved, Leisurely, Bold, Mischievous,
Colorful, Imaginative, Diligent, and Dutiful.

Hogan Motives, Values, Preferences Inventory (MVPI): This Hogan
assessment measures a personality from the inside. It reviews the core goals, values,
drivers, and interests to determine what individuals desire and strive to attain. It assesses
values to understand what motivates and determine environments in which individuals
will be most productive: Recognition, Power, Hedonism, Altruism, Affiliation, Tradition,
Security, Commerce, Aesthetics, and Science.

Hogan EQ Emotional Intelligence: The Hogan EQ assessment is a distinct
screening tool related to positive leadership across leadership styles as a construct of
ability (Fiori & Vesely-Maillefer, 2018). The dimensions of Hogan’s EQ report are

awareness, detection, regulation, influence, expression, and empathy. In general,



interpreting these scores is based on quartiles (personal correspondence, Hogan
Assessments, 2018).

Multifactor Leadership Questionnaire (MLQ or MLQ 5x Short): The MLQ
assessment was constructed by Bruce Avolio and Bernard Bass in 1990, with the goal to
assess the full range of leadership styles. A psychological inventory consisting of 36
items pertaining to leadership styles and 9 items pertaining to leadership outcomes can be
completed by the user in 15 minutes (Bass & Avolio, 2000, Avolio & Bass, 2004). The
MLQ is the standard instrument for measuring Transformation, Transactional, and
Passive-Avoidant. It allows individuals to measure how they perceive themselves
regarding specific leadership behaviors. The assessment contains a tool that will allow
other raters to determine feedback. This study uses only the leader/self-form.

Transformational Leadership: A style of leadership in which a leader works
with teams identifying needed change, creating a vision to guide the change through
inspiration, and executing the change in tandem with committed members or group.
Transformation leadership serves to enhance the motivation, morale, and job performance
of the team (Bass & Avolio, 2000, Avolio & Bass, 2004).

Transactional Leadership: A bureaucratic style of leadership in which leaders
promote compliance by followers through both rewards and punishments. Through the
rewards and punishments system, transactional leaders are able to keep followers
motivated for the short-term. This type of leadership is effective in crisis and emergency
situations (Bass & Avolio, 2000, Avolio & Bass, 2004).

Passive-Avoidant or Laissez-Faire Leadership (LF) describes a hands-off or

absence of leadership whereby the leader will shy away from or avoid taking a stand on



issues, removing themselves from getting involved, and being absent when needed. These
LF leaders have delays and/or fail to follow up, and are typically not result-oriented (Bass

& Avolio, 2000, Avolio & Bass, 2004).

Research Questions

The research questions RQ1-RQ4b will guide this study:

RQZ1: Is there a profile of a typical or average chancellor of the Louisiana

Community and Technical College System based on four assessment instruments

(HPI, HDS, MVPI, MLQ)?

RQ2: What are the areas of widest variation in the chancellor profiles?

RQ3: What are the greatest areas of similarities or commonalities among the

chancellor profiles, in terms of shared characteristics or qualities?

RQ4: Based on the sample of chancellors, do different types of leaders vary in

terms of personality and dark-side traits? This question was further divided into:

RQ4a: What is the correlation between bright-side personality traits (as

determined by the total score on the Hogan Personality Inventory or HPI

assessment), and the various leadership traits as determined by the Bass and

Avolio, 1985 Multifactor Leadership Questionnaire (MLQ)?

RQ4b: What is the correlation between dark-side personality traits (as determined

by the total score on the Hogan Dark-side or HDS assessment), and the various

leadership traits as determined by the MLQ?

The associated hypotheses do not represent every research question that can be
investigated with the assessments in this sample, but rather address selected quantitative

components of each. The qualitative aspects of questions, namely the first three research



questions, are not meant to be testable statements or measures, but rather will be reported
as descriptive narratives, which provide insight that could help to provide a foundation
for future researchers and practitioners alike in relation to selecting chancellors for
community college success. The hypotheses in relation to RQ4 use a quantitative
analysis:
H1a: The total scores of HPI scale traits (i.e., total score on bright-side traits) will
be associated with higher scores on the two leadership style scales of the MLQ
(i.e., transformational leadership, transactional leadership).
H1b: The total scores of HDS scale traits (i.e., total score on dark-side traits) will
be associated with lower scores on the two leadership style scales of the MLQ

(i.e., transformational leadership, transactional leadership).

Purpose
This study is a mixed-methods descriptive exploration that encompasses
descriptive statistics in reporting the personality and leadership characteristics of current
chancellors within the LCTCS. The intention is to report on these findings in order to
provide a baseline for the understanding of the typical profile, and the range of those
profiles, of chancellors. This may assist in providing a basis for insights that support

leadership selection and development in community and technical colleges.

Significance
There is a crisis of leadership in higher education, and at the community college
level specifically. Even while programs expand to meet the ever-increasing demand for

education opportunities, the pool of possible leaders has dwindled rapidly due to the
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retirement of the baby boomer cohort, which had dominated in this field. This crisis is
complicated by the need for community college leaders to do more with less as state
funding decreases and program demands and industry diversity for specialized on-point
training intensifies. Clearly, there is great importance to finding the optimal chancellors

for the LCTCS.

Aims and Objectives

The aims of the study can be described in terms of the four expected results by
assessing each chancellor using the Hogan’s Leadership Forecast Series and the
Multifactor Leadership Questionnaire (MLQ) 5x short.

Result 1: Describe the profile of the typical chancellor of the Louisiana
Community and Technical College System

Result 2: 1dentify the dispositional dimensions with the widest variation in the
chancellor profiles.

Result 3: Investigate the greatest areas of similarity between the chancellor
profiles, in terms of shared characteristics or qualities.

Result 4: Provide descriptive statistics in relation to MLQ subscales and each of

the bright-side and dark-side traits of the Hogan assessments.

Overview of Methods
This mixed-method approach will use a qualitative research design to survey the
sample of chancellors using two comprehensive self-report personality assessment
instruments: Hogan’s 2018 Leadership Forecast Series (LFS) (Hogan & Hogan, 1994)

and the Multifacto