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The changing roles and responsibilities of the Associate in Science Degree 

department chair(ASDDC), influencers of change, and need for training were examined 

at two Florida community colleges using a modified Delphi research methodology in 

three rounds. One hundred-twenty-three roles and responsibilities of the Associate in 

Science Degree department chair identified in Round One interviews of 20 Workforce 

Associate in Science Degree department chairs were utilized to construct a questionnaire 

implemented in Round Two and Round Three of the Delphi study. The ASDDCs 

interviewed in Round One, serving as the expert panel in Two and Three, were asked, 

"How are the listed roles and responsibilities changing?" 
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Sixty-seven, or 63.21 percent of the identified list of roles and responsibilities of 

the ASDDC reached consensus of change. Fifteen, or 14.50 percent of the roles and 

responsibilities were identified as "changing rapidly" or "change is tremendous." 

Nine categories of responsibilities emerged from the identified 123 roles and 

responsibilities of the ASDDC. Ranked highest to lowest in consensus of change were: 

Technology, programs, community college, students, professions, hiring/supervising, 

leadership, clerical and last, training. Statistical significance was found between the 

subgroups of "high tech" ASDDCs and "high touch" ASDDCs in three categories: 

program, community college, and hiring/supervising. 

Themes emerging from the study indicated the Associate in Science Degree 

department chairs are fulfilling Gmelch and Miskin' s earlier identified department chair 

roles of manager, leader, and scholar with the faculty developer role just emerging; the 

future holds time-consuming clerical work; the chairs are proud of their technology and 

physical working space; community colleges are changing; Associate in Science Degree 

department chairs see themselves as leaders in their professions by teaching and 

developing curriculum, and ambiguity and lack of clarity exits in the roles and 

responsibilities of the Associate in Science Degree department chair which echoes 

Dymmel's earlier findings in North Carolina community colleges. 

Recommendations resulting from the study include: Restructuring the position of 

Associate in Science Degree department chair, examining the ambiguity of the position, 

and creating partnerships to provide training for the position. 
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Chapter 1 

Introduction 

Associate in Science Degree programs in the community colleges are undergoing 

changes in purpose and responsibilities. The programs are demanded by the professional 

disciplines, legislation, and society to produce graduates with high levels of technical and 

academic competencies. Additionally, the programs are being given the responsibilities 

of meeting the needs of a rapidly changing and diversified workforce. 

The role and associated responsibilities of the department chair, the head, or other 

associated titles of the leaders of community college Associate in Science Degree 

programs can be disconcerting and difficult to understand. Often, completion of 

nebulous not clearly defined duties of the department chair is essential for the success of 

the community college Associate in Science Degree program (Witt, Wattenbarger, 

Gollattscheck, & Suppiger, 1994). 

Significance of the Problem 

The faculty of the today' s community college serves the community and the 

community of students while developing personally and professionally. The department 

chair is the key person to encourage and create the environment that will enable and 

encourage such development and activity in the faculty. But community colleges 

chairpersons are in a state of confusion and stress from lack of direction, role ambiguity, 

and confusion over their role and power (Dymmel, 1996). 

1 



The department chair today is viewed as a member of the institutional leadership 

team The Pew Charitable Trusts' Public Perspectives Policy Paper describes the 

department chair as the principal agent for the purposeful recasting of American higher 

education. The department is a collective entity and the department chair is implied to be 

different in importance and dimension from anything seen previously. This Pew Policy 

Paper argues that a new vision of chair leadership is needed (Pew, 1996). 

When Sackett studied the position of department chair in a comprehensive, 

mature, community college it was found that the position is evolving from a powerful 

leader and defender of program quality to an administrative clerk with few actively 

pursuing the position. Recommendation was made that due to the importance of the chair 

position, that college officials restructure the chair position, empowering it to better 

achieve critical tasks (Sackett, 1984). 

Smith and Stewart studied community college department and division 

chairpersons appointed in Texas during the 1995-1996 academic year. The chairs were 

profiled with an exploration of how they learned their new roles as department chairs. 

Information was collected about: What skills and knowledge the new chairs brought to 

the position, how the chairs went about learning their roles, and how the chairs 

assimilated into the roles of department chair. The three groups of chairs from academic, 

vocational-technical, and academic-technical were studied as a group, not separately, but 

the study stated: "It may be interesting to study each group separately in the future" 

(Smith & Stewart, 1999). 

Only 59 percent of the Texas chairs lasted more than two years as a community 

college department chair. Comments made by the chairs indicated they felt a lack of 
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formal training for the position of chair. Additionally, the chairs indicated they lacked an 

individualized orientation to the job of chair with the greatest shock of working as a 

community college department chair the amount of paperwork associated with the 

position. The least used on-the-job method of learning to be a chair taken by the new 

Texas community college chairs was the formal learning strategy of taking a university 

sponsored course for credit. The study concluded that for community colleges to remain 

strong, each two-year college in this country should establish a department chair 

leadership program for prospective and new department chairs (Smith & Stewart, 1999). 

Therefore, because of the importance of the ASDDC as a community college 

educational leader and recognizing the current impact of government, society and the 

professional disciplines on the position, this investigation will study changes in the roles 

and responsibilities of department chairs of Associate in Science Degree Programs at two 

Florida community colleges. 

The 
Perplexed 

Associate in 
Science Degree 

Department 
Chair 
1??? 

Figure 1. The perplexed Associate in Science Degree department chair. 
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Purpose of the Study 

The primary purpose of this modified Delphi research study was to investigate 

and describe the changed current roles and responsibilities and the expected changes in 

future roles and responsibilities of a community college leader, the ASDDC, at two 

Florida community colleges. A secondary purpose was to explore current and future 

training needs of the ASDDCs. Recognizing that Associate in Science Degrees can be 

technology oriented or people oriented, responses of chairs from programs described as 

high tech were compared with responses of chairs from programs described as high 

touch. 

Research Questions 

The following research questions were explored in this modified Delphi study: 

Round One: 

1. What are the changed roles and associated responsibilities of community 

college ASDDCs? 

2. What are the projected changes in the future roles and responsibilities of 

ASDDCs? 

3. What are the current and future projected influences defining today's roles 

and responsibilities of community college ASDDCs? 

4. What training do community college ASDDCs have that enables them to 

successfully fulfill today' s roles and responsibilities of the position of ASDDC? 

5. What training do community college ASDDCs feel that they will need to 

fulfill tomorrow's roles and responsibilities of the position of ASDDC? 
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Round Two and Round Three: 

1. What is the level of agreement (consensus) of ASDDCs about their changed 

roles and responsibilities and future projected roles and responsibilities? 

2. What is the level of agreement (consensus) of ASDDCs about the kind of 

training they feel will be needed in the future? 

3. When community college ASDDCs heading programs classified as high tech 

and ASDDCs heading programs classified as high touch are asked to examine their 

changed current and projected future roles and responsibilities, what are the differences? 

4. When responses of ASDDCs of programs classified as high tech Associate in 

Science Degree programs are compared with ASDDCS of programs classified as high 

touch Associate in Science Degree programs, what are the differences in their projected 

future training needs? 

Rationale for the Study 

The department chair is an important academic leader. The chair's 

responsibilities are complex; the leadership function of the chair unusual. Chairs exercise 

leadership among colleagues who perceive themselves every bit as important, intelligent 

and capable as their presumed leaders (Tucker, 1981). While other designated leaders in 

higher education are assigned particular, defined responsibilities, department chairs 

complete many functions from the menial to the managerial to the inspirational, most 

while maintaining a presence in the classroom. Today the chair has moved into 

additional new territory. 

The academic department has undergone significant changes in the past two 

decades. Dramatic changes have occurred in institutions of higher education expanding 
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the chair's roles and responsibilities. The leadership roles and responsibilities of today' s 

chair apply not just to the department but throughout the institution and beyond the 

institution into the world (Hecht, Higgerson, Gmelch, & Tucker, 1998). 

The Associate in Science Degree is multi-faceted. Seen as the apex of the Tech

Prep movement and an important component of Workforce Development, the Associate 

in Science Degree may: Lead directly into employment, articulate with a high school 

degree and/or a bachelor's degree, guide the completing student into a licensure or 

certification path or be called upon by government or industry to upgrade skills of people 

currently employed (Gleazer, 1998). 

Florida community colleges are learning centers, technology transfer agencies, 

and regional economic development organizations. The Associate in Science Degree has 

become an important credential in meeting the emerging technical workforce needs of the 

employer community (Parnell, 1990). 

Chairs of the Associate in Science Degree programs are the community college 

employees that routinely deal with credentialing, licensing organizations, and state 

boards. Reviewing the front page of a community college catalog, accreditation by 

SACS (Southern Association of Colleges and Schools) was noted along with nine 

additional accreditations and two additional approvals. Browsing through the catalog 

many additional apprenticeships, licenses, certifications and endorsements are listed. 

Providing continuing education units (CEUs) for licensed Florida professions has become 

a postgraduate function of the Associate in Science Degree programs. 

Today, licensing has expanded to include state-mandated continuing education in 

a variety of fields as well as certification for continued competence in a number of 
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professions. Voluntary specialists in new industries and new job classifications have 

increasing currency in the job market (Irby, 1999). The Advanced Technical Diploma 

(ATC) was established by Florida as a program of instruction consisting of college level 

courses awarded to students who have already received an Associate in Science Degree. 

Students working towards an ATC are seeking an advanced, planned program of study to 

supplement their Associate Degree and to meet current demands of the job market. 

The chairs must have personal professional qualifications that permit them to 

continue their role as leader of an Associate in Science Degree. Participation in new 

training and re-training in their evolving professional areas is essential for chairs to 

maintain effectiveness as educational leaders. They must earn and maintain current 

licenses, certifications and professional qualifications outside of the world of education to 

continue to qualify for employment as an ASDDC. 

Perfonnance Evaluation and Accountability 

Meeting the on-going evaluation and criteria of credentialing organizations is 

essential for the A S. Degree program to keep its status as a quality program. If 

certification or other validations of credentials are not in place, students graduating from 

the program may experience difficulties in finding employment or receiving permission 

to sit for required certification or licensure examinations. This puts the validity of the 

program in jeopardy. It is essential that the chair is open to program performance 

evaluation and program accountability. 

Accountability has moved into the forefront of the Associate in Science Degree 

Programs. The programs must show they are producing results. The ASDDCs are asked 

to provide information to government and other agencies about the number of students in 
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the program, the number of students who complete the program, and the number of 

program completers who are employed in the field after graduation. Funding based on 

performance and outcomes, a concept known as Performance Based Budgeting, is the 

economic reality of the programs. 

The Florida Legislature created a performance-based program budgeting process 

that links funding to the agency products or services and results. Under this 

system, agency budget requests not only include the funding that agencies would 

like to receive, but also the outputs and outcomes they expect to produce as a 

result of that funding. The Legislature then establishes performance targets for 

outcomes and outputs in the implementing act to the appropriations act. Agencies 

then report their actual performance in their long-range program plans and budget 

requests for the following fiscal year. Agencies may be given incentives for 

performance that exceeds standards or disincentives for performance that falls 

below standards. These incentives and disincentives can be monetary or non

monetary. (http://www .oppaga.state.fl. us/budget/, 2005) 

Accountability and performance based budgeting are becoming increasingly 

prevalent in higher education; quantifiable outcomes measures have gained in popularity. 

A survey of issues surrounding the use of licensure examinations results as evaluative 

measures in institutions of higher education was completed using information collected 

through informal telephone surveys, national certification organizations, faculty experts, 

reviews of the literature and the experience of the State of Florida. The authors concluded 

that opinions vary as to the validity of using certification and licensure examination 

results to assess academic programs. They recommended that a distinction be made 
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between scrutinizing pass rates at the program level and reporting pass rates at a state 

level for accountability and performance based budgeting purposes (Pitter, Lanhan & 

McGalliard, 1997). 

The leadership and management skills that an ASDDC uses today are different 

than seen previously. Among today' s challenges are: Leading adjuncts who may have 

different and technically advanced credentials than the chair (Tamasky, 2000), dealing 

with changing technology, creating new methods of program delivery, leading programs 

from a teaching approach into a learning approach, embracing diversity and building 

relationships within the institution and the public. Additionally, the chair manages 

classrooms and programs that may have four generations of students in attendance, some 

who already hold higher degrees than an Associate in Science degree (Zeimke, Raines & 

Filipckak, 2002). 

Significance of the Study 

This study adds to the body of existing information about the role of the 

department chair, specifically researching the person who is responsible for providing 

leadership and management to the Associate in Science Degree programs at two south 

Florida community colleges. This information can be used by community college 

administration in long-range planning of responsibilities, by human resource officers 

writing job descriptions, and staff development experts when they seek training 

opportunities for department chairs and leaders of Associate in Science Degree programs. 

Faculty members will benefit from reviewing this research before they accept the 

position of ASDDC. One-professor departments who must complete the responsibilities 

of the ASDDC for program maintenance and continuation will benefit from gained 
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insight about the position they hold. Faculty groups will find the information helpful as 

they approach administration about salary and workload issues. Also, as a result of this 

study the quality of organizational life may benefit at the two involved institutions. 

Dymmel when studying the roles and function of the department chairperson at 

large North Carolina community colleges, found it impossible to clearly state what the 

chair does because of the wide variations between colleges. A recommendation for 

further research was "to report on what department chairs say they are actually doing and 

have control over" (Dyrnrnel, 1996). Tarnasky concluded when researching the 

community college department chair and the adjunct instructor, was "the role of the 

department chair needed additional study" (Tarnasky, 2000). 

Delimitation of the Study 

A delimitation of the study was only using two community colleges in Florida. 

Also, one hundred percent of the sample experienced some form of hurricane trauma 

during Round Two and Round Three of the study. One community college' s district 

received a direct hit of a hurricane with an indirect hit on the main campus. The second 

community college received hits by two different hurricanes. Stress and hardships were 

occurring in the lives of the ASDDCs on both the campuses during the time this study 

was being completed. Undoubtedly the results of this study were affected by the 

disasters. 

Limitations of the Study 

The study was limited by several factors: 

1. The study used a group of 20 ASDDCs from two south Florida community 

colleges. The size of the sample was determined by the number of programs that were 
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classified by the study as high tech Associate in Science Degree programs and the 

number classified as high touch Associate in Science Degree programs existing at both 

colleges. 

2. Because the researcher has served as an ASDDC to five different Associate in 

Science degrees, the study did not include any of the five programs she has headed as an 

ASDDC. 

3. Because the study is using only two community colleges in one state and the 

focus of the study narrow, the study is not generalizable. However, size of the sample 

(20 ASDDCs) is consistent with the sample size recommended as suitable by the Delphi 

Method. The size of the sample also justifies the use of the statistics used in the study. 

4. The study creates a limited cross-section by studying the ASDDC at two 

Florida community colleges; however, it is not truly representative of all community 

colleges. 

5. Another limitation of the study is the lack of administrative and faculty 

participation. The population of the study was narrowed to individuals holding the job 

title of ASDDC or another job title of an employee fulfilling the roles and associated 

responsibilities of the ASDDC as defined by the study. 

6. Because the focus of the Associate in Arts is transfer to an upper-level college 

or university and the focus of the Associate in Science is entrance into the workplace, the 

Associate in Arts department chairs were not included in the sample of the study. 

Assumptions of the Study 

The following assumptions were made for the purpose of this study: 

11 



1. Chairs are faculty members with professional and community college 

education experiences and successes that enabled them to reach the position of ASDDC. 

2. The Associate in Science degrees selected for this study followed the 

established Florida Department of Education, Division of Community Colleges, 

Curriculum Frameworks Student Performance Standards regarding the length of the 

program and courses included in the program of study. 

3. Success in the position of ASDDC is due to education, training and 

experience; Not due to gender, ethnicity, race, religion, physical abilities or age. 

4. The modified Delphi research techniques used were valid and effective for 

solving the problem the study set forth. 

Definition ofTerms 

The following definitions were utilized throughout this study and are listed to 

provide the reader with a basic understanding of the terms. 

Adjunct/part-time employee: An employee employed less that 40 clock hours per week or 

a faculty member teaching less than 5 classes per semester. Typically, a 

community college adjunct instructor working in an Associate in Science Degree 

program will teach a maximum of six college credits per semester. According to 

Lyons (1999) 

Adjuncts tend to be somewhat younger than full-time faculty members 

and less formally educated, although a large majority have at least one 

master' s degree. They have frequently chosen part-time teaching over 

pursuing higher degrees. Because of their outside work experience and 

lower relative age, many adjuncts are often relatively comfortable with the 
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technology that is beginning to largely influence the delivery of 

instruction. Adjuncts are more likely to have been students at community 

colleges than full-timers have been. (Lyons, p. 4) 

Applied Technology Diploma: A course of study that is part of an Associate in Science 

(A.S.) or an Associate in Applied Science (A.A.S.) degree and leads to 

employment. The ATD is designed to prepare the student to obtain employment 

as a skilled/paraprofessional worker (Indian River Community College Catalog, 

2004/2005). 

Advanced Technical Certificate: Established by the State of Florida, this program of 

instruction consists of college level courses that may be awarded to students who 

have already received an Associate in Science Degree and are seeking an 

advanced specialized planned program of study to supplement their Associate 

Degree (Indian River Community College Catalog, 2004/2005). 

Associate in Science Degree department chair: The community college employee that is 

recognized by the institution as fulfilling a leadership and managerial role for 

Associate in Science degree(s) program(s). The department chair position is the 

first level of program management in an educational institution. The employee 

provides leadership to a unit with at least one instructor/teacher either full-time or 

part-time. 

Associate in Science Degree program: A program designed for students wishing to 

develop technical skills with emphasis on middle-management employment 

opportunities. This two-year degree program focuses on high technology careers 

and prepares students to compete effectively in the contemporary job market. The 
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Associate in Science Degree includes a cluster of General Education courses in 

the areas of Humanities/Fine Arts, Natural Science/ Mathematics, and 

Social/Behavioral Science. Students also complete credits in an area of specialty, 

and additional credits are earned in technical support classes (Indian River 

Community College Catalog, 2004/2005). 

Community College: Term first published by Byron S. Hollinshead who proposed an 

agenda for making junior colleges more responsive to their communities. He said 

that the junior college should be a community college meeting community needs, 

that it should serve to promote a greater social and civic intelligence in the 

community, that it should provide opportunities for increased adult education, that 

it should provide educational, recreational, and vocational opportunities for young 

people and that the work of the community college should be closely integrated 

with the work of the high school and the work of other community institutions 

(Witt et al., 1994). 

High tech program: A program that deals directly with technology and indirectly with 

living creatures. The use of computers is associated with the high tech programs. 

High tech programs are newer programs to the community colleges. They provide 

training for professions still evolving with more recently organized professional 

organizations than older established professions. 

High touch program: A program that deals directly with living creatures and indirectly 

with technology. High touch programs are older, well-established community 

college programs. They train students for professions that have existed for years 

and have well-established professional organizations. 
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Leader: A guiding or directing head, one foremost or especially eminent in position 

(Webster, 1990). 

Manager: One charged with the management or affairs of an institution; a managing 

official (Webster, 1990). 

Program completer: A student who completes the requirements stated in a community 

college catalog for an Associate in Science Degree, and graduates from the 

program. 

Post baccalaureate reverse transfer student (PRTS): A student who attends a less than 

four-year school after completing a baccalaureate or higher degree (Alston, 2000). 

Role: A function or part performed especially in a particular operation or process 

(Webster, 1990). 

Responsibilities: Activities or duties which one is responsible or accountable 

(Webster, 1990). 

Scholar: A learned person, a person who has made a thorough study and acquired 

a wealth of know ledge of a subject (Webster, 1990). Scholarship in the 

community college includes study, curriculum development, and teaching. 

It does not typically involve research as in the university. 

Tech Prep: A planned program of study that prepares a student for a particular career area 

by blending applied academics, skills and advanced technology. Tech prep 

programs include the Associate in Science Degree, often referred to as grades 13 

and 14 (Hull & Parnell, 1991). 

Technical Certificate: Awarded to a student who has completed the required number of 

college credit hours that are part of the two-year Associate in Science I Associate 
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in Applied Science Degree program. The Technical Certificate is designed to 

prepare the student to obtain employment as a skilled/paraprofessional worker. 

Training: Discipline and instruction, drill or practice designed to impart proficiency or 

efficiency (Webster, 1990). 

Workforce Development: Workforce Florida, Inc. (WFI) is the state's chief workforce 

policy organization. Created by the Workforce Innovation Act of 2000, the 

public-private partnership supports and promotes economic growth through 

workforce develog_ment. In the community college workforce development 

activities include: Community, business and industry training, business/small 

business development centers, career planning and placement centers, tech prep 

consortiums, entrepreneurial institutes, one-stop career centers and program 

development in associate degree and certificate training (Workforce 

Development, http://www. workforceflorida.cornlwages/wfilindex. html). 

Chapter Summary 

The community college is a unique educational institution providing opportunities 

for students to study in many occupational areas. Because "occupational training has 

become the major function in most community colleges" (Cohen & Brawer, 1994b), an 

investigation of the position that is critical to providing leadership and direction to 

community college occupational education programs was warranted. The issue of 

accountability is critical to the community college Associate in Science degree programs. 

Because the programs now must "earn" part of their funding, identifying the community 

college employees that provide leadership to the Associate in Science degrees, 
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identifying changes in their roles and responsibilities, and projecting their need for 

training is timely. 

This chapter included an introduction to the research question, the purpose of the 

study, rationale and significance of the study, limitations and assumptions of the study, 

and definitions of terms critical to researching the changing roles and responsibilities of 

the ASDDC and their need for training. 

Following, Chapter 2 presents a review of the literature pertinent to this study of 

the roles and responsibilities of the ASDDC. Chapter 3 presents the research design of 

the study including: Summary of the research procedure, history and applications of the 

Delphi Method, report on the research process and analysis of the findings. Chapter 4 

follows with an analysis and a report of the findings of the study using matrices, charts 

and graphs. Concluding, Chapter 5 summarizes the study by stating conclusions and 

findings, then making recommendations for the future. 
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Chapter 2 

Review of the Literature 

The search for related literature was conducted through an examination of 

dissertations, dissertation abstracts, journals, documents, and books. This literature 

review includes: Historical perspective of the community college, the community college 

in Florida, leadership and managerial theory leadership, the department and the chair, and 

current external influences on Associate in Science Degree programs and the institution. 

A summary of the literature review concludes the chapter. 

Historical Perspective of the Community College 

The community college is a uniquely American creation of the 20th century. As 

an institution, the community college targets the needs of diverse populations while 

serving the majority. Citizens see the community college as a positive part of the 

educational system. At a time when the country is crying for accountability and reform, 

the community college has been able to adhere to its missions and share its purpose with 

a doubtful public. It holds the present position of being the largest and fastest-growing 

sector of American higher education (Witt et al., 1994). 

William Rainey Harper, president of the University of Chicago, prophesized in 

the early twentieth century the formation of public junior colleges when he suggested that 

a better utilization of resources would be achieved by not burdening the universities with 

the freshman and sophomore tasks of teaching basic learning and thinking skills. He 
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suggested delegating these responsibilities to "junior colleges." President Harper stated 

in 1901 that he expected three out of four existing colleges to be reduced to the status of 

academies or modified into junior colleges. The founding ofJoliet Junior College, the 

first public junior college, followed his prediction. At the same time, numbers of turn of 

the century high school graduates encouraged the opening of many private junior 

colleges. As the 20th century progressed, community colleges everywhere were 

answering an insistent demand for the collegiate experience (Rudolph, 1962). 

The community college in the 21st century is a major player in American higher 

education. Over five million students are enrolled in a community college; every state of 

the union has a community college. Most of the students and faculty in the community 

college are part- time. Community colleges have links to universities, secondary schools, 

job training and community groups, as well as business and industry sectors. With 

resources becoming more limited in the future, it is predicted that community colleges 

will be involved in exchanging their educational goods and services for improvements in 

the community at large (Kanter, 1994). 

The community college responds to the needs of the entire community where the 

college is located. The transfer Associate in Arts Degree (pre-baccalaureate work) serves 

the many students who for various reasons would not participate in higher education if 

they did not have the availability to earn the Associate in Arts Degree at the community 

college. 

The Associate in Science Degrees are available for students who seek a direct 

path into a career, usually in the local geographical area (Cohen & Brawer, 1994b). In 

the past the Associate in Arts Degree, the degree leading to transfer into a four-year 
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college or university, was the primary degree offered by the community college. Today 

the primacy of the transfer mission has been lost in the growth of a variety of additional 

educational and quasi-educational programs and services; relationships with external 

organizations reflect the college 's vocational function (Cohen & Brawer, 1994a). 

Prominent offerings in the community college are remediation classes and ESL 

(English-as-a-second language) studies. Certificates in specialized training provide direct 

entry into the job market. Slogans such as the Florida Association of Community 

College's motto ''The Community College: Where Florida Learns a Living" (Locke, 

1995) expresses the learn-to-earn money approach, an expression of Florida Community 

Colleges ' mission of economic development. Serving the post-baccalaureate reverse 

transfer student seeking additional training for certification and/or employment, often in 

the technology and health care areas, is another function of the community college 

(Reusch, 2000). Skills certification, along with the constant need to upgrade employee ' s 

skills provides major opportunities for community colleges (Zeiss, 1999). 

Some community colleges have a yearly graduating high school class; most 

provide CEU's (continuing education units) for assorted professions; others administer 

targeted programs and grant- monies. The multiple missions of community colleges have 

been described as both conflicting and complementary (Bailey & Averianova, 1999). 

The uniqueness of the community college has contributed to administrative forms 

that are different from other sectors. Kaufman found, when comparing academic 

department chairpersons with private industry managers, significant differences between 

the two groups. In private industry employees receive more training than academic 

department chairpersons, remain in their positions longer, and almost never return to their 
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former positions. Academic chairpersons often return to faculty (Kauffman, 1989). The 

administration of the community college is in constant change because of the changes in 

the colleges themselves (Cohen & Brawer, 2003). 

In Florida the major form of community college governance includes a local 

board, a president, vice-presidents for instructional, student services and business, and 

instructional deans. Multi-campus community colleges in Florida have various titles for 

their campus chief administrative officer. Department chairs provide leadership to 

academic programs but various other titles might be used to describe the individual 

providing leadership to an Associate of Science degree ·program at the first unit manager 

level. 

Realizing the importance of legislative decisions at both the national and state 

level, the colleges are active politically through the American Association of Community 

Colleges (AACC) and, in Florida, the Florida Association of Community Colleges 

(FACC). AACC and FACC provide influence to the colleges and on behalf of the 

colleges. Dr. Edwin Massey, President oflndian River Community College, feels that 

an active chapter of the Florida Association of Community Colleges is important on the 

campus of every Florida Community College (Talley, 1996). 

The Community College in Florida 

Compared to other educational institutions of the United States, the community 

college in Florida is a young institution. In 1927, St. Petersburg Junior College was 

founded in St. Petersburg, Florida as a private, two-year college. It was not until1933 

that the Florida legislature established its first public junior college, Palm Beach Junior 

College. That institution remained the only public two-year college in the state until 
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1947. Then, the Florida Citizens Committee on Education included a section on '~unior 

college" in its report to the Florida Legislature. The junior college section of the report 

was assigned to a graduate student at the University of Florida, James Wattenbarger, an 

alumnus of Palm Beach Junior College. 

Wattenbarger, in The Report to the 1947 Legislature, recommended that junior 

colleges, upon receiving approval from the State Board of Education, become operational 

components of the local school systems. These recommendations, along with other 

provisions of the report, were included in the Minimum Foundation Program Law that 

was passed in 194 7. 

That year, St. Petersburg Junior College became a public two-year college 

incorporated into its county school system. Chipola Junior College followed in 1948 

serving the counties of Jackson, Calhoun, Holmes and Washington. The same year 

Escambia County School Board, joined by the Santa Rosa County School Board, 

requested and received authority to establish Pensacola Junior College. 

In 1949, a series of conferences on Florida's junior colleges organized the Florida 

Association of Public Junior Colleges (forerunner to Florida Association of Community 

Colleges). Washington Junior College was authorized the same year as the state's fifth 

public junior college. In 1951, The Junior College Steering Committee of the State 

Advisory Council on Education recommended the establishment of an unspecified 

number of new junior colleges. 

The Florida legislature in 1953 authorized the Board of Control (forerunner to the 

Board of Regents) to establish the Council for the Study of Higher Education. Also, the 

University of Florida Press published its first education- oriented book, A State Plan for 
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Public Junior Colleges, by Dr. James L. Wattenbarger. In 1955 the Florida State 

Legislature created the Community College Council to formulate a plan for the 

establishment and coordination of community colleges. Dr. Wattenbarger was given the 

responsibility of directing the state plan recommending 28 junior colleges located within 

commuting distance of 99 percent of the state's population. 

The 1957 Legislature accepted the report as the master plan for Florida's 

junior/community colleges and at the same time approved six new community colleges: 

Gulf Coast, Florida Community College, Central Florida Community College, Daytona 

Beach Community College, Manatee Junior College, North Florida Junior College, and 

St. Johns River Community College. The same year, the "General Education 

Agreement," a progressive articulation agreement between community colleges and state 

universities, established the two-plus-two agreement. This agreement guaranteed the 

transfer of all general education credits from public community colleges to the State 

University System. 

The junior colleges separated from K-12 programs in 1957 with the establishment 

of the Division of Community Colleges within the Department of Education. Dr. 

Wattenbarger was selected as the Division Director. Locally, the colleges still remained 

under the jurisdiction of the local school boards. 

In 1960, Brevard Community College, Edison Community College, Indian River 

Community College, and Miami-Dade Community College were created and funded by 

the Florida Legislature. Edison Community College, Lake City Community College, and 

Lake-Sumter Community College followed in 1962, Okaloosa-Walton Community 

College in 1964 and Polk Community College in 1965. In the mid-1960's Florida 
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education was desegregated. The twelve district black colleges, attached to black high 

schools, were merged with the newly created community/junior college system. Florida 

Keys Community College, Florida Community College at Jacksonville, Santa Fe 

Community College, Seminole Community College, and South Florida Community 

College were created and funded in 1966, Valencia Community College and Tallahassee 

Community College in 1967, Hillsborough Community College in 1968. 

In 1968 the Florida Legislature released the colleges from the jurisdiction of local 

school boards and established locally autonomous district boards of trustees to govern 

and operate each of the state's public community/junior colleges. During the transition, 

several school districts opted to keep the designation for vocationaVtechnical education, 

while other school districts opted to give the designating for vocationaVtechnical 

education to the community /junior college, creating a dual system for the delivery of 

vocational/technical education in the state. 

The early 1970s saw the Legislature push to use the term "community" and 

"junior" college synonymously in state law. The Florida Association of Public Junior 

Colleges changed its name to the Florida Association of Community College. Names of 

Florida's Junior Colleges began to change to community colleges. With the creation of 

Pasco-Hernando Community College in 1972 the Master Plan of 28 community colleges 

within commuting distance of99 percent of the state's population was completed. 

Florida's Community Colleges make a notable contribution in assuring that all of the 

citizens of Florida have access to higher education opportunities (Albertson & 

Wattenbarger, 1998). Today some community colleges offer four-year degrees and 
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others are exploring doing so in targeted programs. The name "community college" has 

been changed in some Florida community colleges to simply "college." 

Leadership 

Leadership in any context has similarities. Leadership, though one of the most 

studied areas in education, is perhaps one of the least understood. Different types of 

leadership are critical for the contemporary organization (Drucker, 1995). Building on 

his earlier managerial approach of planning, organizing, staffing, delegating and 

controlling, Drucker states that the new organizations needs to go beyond senior-junior 

polarities to a blend with sponsor and mentor relations (Drucker, 1974). In the traditional 

organization of the last one hundred years, the skeleton or internal structure was a 

combination of rank and power. In the emerging organization it has to be mutual 

understanding and responsibility. Education is deemed too important to be left to the 

educators (Drucker, 1995). 

Pfeffer contends that organizational construct rather than leadership causes things 

to happen in an organization. Influence, social power and authority are instigators of 

change. He theorizes that, contrary to common belief, leaders don't cause things to 

happen; leaders are actually symbols of success or scapegoats of failure (Pfeffer, 2002). 

When studying leadership from the perspective of the university president Bennis 

found that although some institutions are very well managed they are very poorly led 

(Bennis, 1976). Bennis & Nanus dispelled five myths about leaders. First, the myth 

leadership is a rare skill, is dismissed as untrue. Everyone has leadership potential. 

Second, the myth leaders are born, not made is dismissed. While an individual brings 

natural endowments to the roles of leadership, major capacities and competencies of 
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leadership are learned. Leaders are charismatic was the third myth dismissed; charisma 

is the result of effective leadership, not the cause of effective leadership. The fourth 

myth dispelled by Bennis and Nanus was leadership exists only at the top of an 

organization. Companies with entrepreneurial spirit have leadership opportunities at 

every level. The last dispelled myth was the leader controls, directs, prods, and 

manipulates. This is the most damaging myth of all; the authors maintain that leadership 

is not so much the exercise of power itself as the empowerment of others (Bennis & 

Nanus, 1985). 

Bennis continues an exploration in leadership by addressing the inevitability of 

change and the avoidance of disaster during periods of change. His suggestions to 

leaders are: 

1. Be totally honest, 

2. Guard against the "crazies," 

3. Build support among like-minded people, 

4. Plan for change, 

5. Understand that significant change cannot simply be decreed but must happen 

through relationships in the company/institution, 

6. Be sure your old guard is not frightened with change, 

7. Know the territory, and 

8. Remember that change is most effective when those who are affected are 

involved in the planning (Bennis, 1989). 

The end of the military-style leadership management of the past is predicted. 
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Rather that direct and prod, it is important that leaders acknowledge and reward the 

accomplishments of others. Empowered workers have fun while overcoming obstacles. 

Militaristic command and control leadership as anachronistic; the current downsized, flat

management era requires a new leadership style (Bennis & Townsend, 1996). 

The next generation of leaders will have 13 things in common: Broad education, 

boundless curiosity, boundless enthusiasm, contagious optimism, belief in people and 

teamwork, willingness to take risks, devotion to long-term growth rather than short-term 

profit, commitment to excellence, adaptive capacity, empathy, authenticity, integrity and 

last, vision (Bennis, 2003). 

Current Trends Impacting Associate in Science Degrees in Community Colleges 

In the early 1990s, Economic Development was added to the mission of Florida's 

community colleges. Florida's Community College System incorporated Performance

Based Budgeting (PBB) with the Florida House acceptance of senate Bill1688 in 1997. 

Bil11688 authorized all school boards and community colleges to offer "Workforce 

Development" programs; all Associate in Science Degree programs were included in 

Workforce Development. A Workforce Development division was created within the 

department of education. Today, Workforce Development is a driving force of the 

community colleges. Community colleges are encouraged by their state to be players in 

economic development in their local areas by customizing training to meet local needs 

(Albertson & Wattenbarger, 1998). 

Some argue that career education is the only viable core function for most 

community colleges. Today some community colleges produce more Certificate or 

Associate in Science Degree completers than Associate in Arts Degree completers. The 
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transfer Associate in Arts Degree student may be younger than the Associate in Science 

Degree student. The Associate in Science Degree student may be a reverse transfer 

student (Irby, 1999). 

The success of the community college is measured by the success of the training 

or academic programs that it offers. Success in these programs is measured in various 

ways. The Associate in Arts Degree is typically evaluated by completers of the degree, 

GPAs of transferring students, GPAs after transfer, and scores on the College Level 

Academic Skills Test (CLAST). The number and percentage of program completers and 

employment in the field after program completion are the evaluators of the Associate in 

Science Degrees. 

Advisory committees composed of local professionals provide direction to the 

programs. In the community sense, programs are evaluated by "feel"- does the 

community identify with the program? It is important that the professional community 

feels that the training program is theirs and that they are part of the mission (Kanter, 

1994). 

The importance of offering a program versus teaching classes requires unique 

leadership skills of the faculty. The faculty members instead of being ')ust teacher" must 

complete additional responsibilities if the program in which they teach is successful. 

This puts the faculty member in an almost invisible leadership position. Research 

completed by Miami-Dade Community College, Miami, Florida, found that higher

performing institutions expected more from their faculty. It was found that in higher

performing institutions, the faculty role was defined to encompass a broader range of 

responsibilities. By contrast, some lower-performing institutions defined faculty 
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responsibilities almost exclusively in terms of meeting classes and keeping posted office 

hours (Richardson & Wolverton, 1994). 

The community college's faculty (some coming from business and industry, 

others from education) must support the mission of the community college and own the 

instructional goals of the institution. When President Del Anderson hires new faculty for 

San Jose City College, she looks for people who have a missionary perspective of their 

program. This approach, using Maslow terminology, can be called self-actualized 

instruction (Kanter, 1994). 

The structure of the community college may change. The future may yield two

year schools organized for special purposes only, such as technical training or university 

transfer only. The comprehensive community college can be split into smaller 

institutions with different purposes. Called boutique colleges, these specialized campuses 

have the potential of reaching students easier than the comprehensive community college. 

An example of this is Miami-Dade Medical Campus (Cohen & Brawer, 2003). 

What can be concluded? The community college is changing to meet the needs of 

an economically and socially changing society. Many regional state colleges and 

community colleges will break free of the traditional university model, and develop as 

· regional learning centers, technology transfer agencies and as regional economic 

development organizations (Parnell, 1990). The leaders of the Associate in Science 

Degree programs must stay turned to these changes and maintain a personal commitment 

to provide the help, support, and guidance needed to meet the mission of the community 

college by: Working to create a positive public image through open communication, 

recognizing government requirements, responding to professional organizations, 
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empowering full and part time employees, meeting the diverse needs of all students and 

by maintaining the very soul of the community college - its programs. 

Associate in Science Degrees 

In the past, the Associate in Arts Degree, the degree leading to transfer into a 

four-year college or university, was the primary degree offered by the community 

college. There has been a dramatic change in the number and type of students who 

choose to attend community colleges. The change has occurred in part as a result of the 

increased enrollment by students who graduated from a four-year institution and now are 

enrolling in community college. In some instances, the Associate in Science Degree has 

become the post-graduate training of the person who has already completed the 

Bachelor's Degree (Irby, 1999). 

The department chairs of Associate Degree programs are also busy serving the 

parallel universe of postsecondary credentialing that developed in the 1990s. Many 

community colleges participate in this parallel universe, mixing certifications with degree 

offerings and serving as agents of both vendor-specific (Example: CISCO Systems) and 

industry-generic preparation (Example: Computer Assisted Design- CAD). This parallel 

universe has brought competency-based education and performance assessment to a 

status they have never enjoyed within traditional higher education. These industry 

certifications do not pretend to be higher education nor do they replace experience or 

degrees but augment traditional credentials. Community colleges are very involved in 

providing this credentialing. A certificate (credential) may be awarded to a student as 

they work towards completing their Associate in Science Degree (Adelman, 2000). 
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A post-baccalaureate reverse transfer (PBRTS) student is a community college 

student who has completed a baccalaureate or higher degree prior to enrolling in a 

community college. Reusch, when studying the PBRT student to gain understanding of 

this student, found that in six Illinois Community Colleges the typical PBRT student was 

a 38-year-old, married, white male. The PBRT student waited 11 years after obtaining a 

bachelor's degree to enter the community college and then entered full-time for 

employment-related reasons. Often the PBRT student enrolled in computer and health 

related areas of study (Reusch, 2000). 

The community college student who is a PBRTS in two Florida Community 

Colleges, Seminole Community College and Valencia Community College was described 

as a forty-one year old Caucasian female, married with no dependents who enrolled in a 

community colleges primarily for self-enrichment or continuing education courses 

(Becker, 2000). 

The Associate in Science Degree is the apex of the tech-prep program. The Tech 

Prep movement was created for the purpose of reaching the "neglected majority" of 

students in the public school system not oriented toward the traditional college path but 

who were allowed to graduate without the competencies required to secure entry-level 

employment in a rapidly changing environment, or with the flexibility to retrain later as 

job-market requirements changed (Hull & Parnell, 1991). 

Tech Prep was a new approach to vocational education. With a foundation 

comprised of continuity in learning, applied academics, competency-based teaching, and 

articulation between high school and postsecondary institutions Tech Prep was designed 

to modernize vocational education while bolstering academic and technical skills of 
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students. Meeting the needs of a changing workforce remains the major goal of Tech 

Prep. 

Completion of the Associate in Science degree is an increasingly important 

credential. Liberal arts are combined with technical education requiring interdisciplinary 

and multidisciplinary teaching approaches. The Associate in Science degree may be the 

culmination of training for the student. However, in certain cases, two years of high 

school combined with two years of community college articulate with two years of 

university resulting in a baccalaureate degree (Parnell, 1990). The department chair of 

the associate degree program is a key player in the success of tech prep programs. 

The Associate in Science degree is an important component of Workforce 

Development. Of all the education and training providers in the United States, 

community colleges and 2-year technical colleges are in the best position to respond 

directly and quickly to the ideals of the School-to-Work Opportunities Act of 1994 

(Farmer & Key, 1997). The Act promotes a systemic approach to preparing a global 

workforce by establishing a framework within which states can create school-to-work 

systems. Partnerships between schools, employers, and labor and community based 

organizations are major components of school-to-work systems. 

The Department Chair 

The position of department chairperson of the traditional academics disciplines in 

the administrative structure of American colleges and universities is just over 100 years 

old. The first edition of Chairing the Academic Department: Leadership among Peers 

(Tucker, 1981) stood alone as the only comprehensive text on the academic leadership 

position of department chair. However, the chair today has moved into new territory from 
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Tucker' s description (Hecht et al., 1998). The past two decades have seen an increase in 

interest of the position of department chair. (Gmelch & Miskin, 1993; Hecht et al.; Lucas, 

1994; Tucker, 1981). Specific interest in the department chair in the community college 

has also increased (Seagren et al., 1994). 

Gmelch and Misking present the four roles of the department chair as: The 

faculty developer, manager, leader, and scholar. The faculty developer involves the tasks 

of the recruitment, selection, and evaluation of faculty. Additionally, the faculty 

developer role enhances faculty morale and encourages their professional development 

(Gmelch & Miskin, 1993). 

The second role of manager completes the maintenance functions of the 

department. Budget preparation, maintenance of department records, finances, facilities 

and equipment, assignment of duties to faculty, and supervision of non-academic staff are 

responsibilities of the manager. 

A call to leadership is the most critical role of the chair. As leaders of their 

department, chairs provide long-term direction and vision for the department; solicit ideas 

to improve the department; plan and evaluate curriculum development; and conduct 

departmental meetings. Providing the external leadership for their departments, chairs 

coordinate department activities, represent the department at professional meetings, and 

keep faculty informed of external concerns. 

The fourth role of scholar includes the responsibility of the chair to teach and 

keep current in his/her academic discipline (Gmelch & Miskin, 1993). 
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The Community College Chair 

Because of differences in the mission of the university and the community 

colleges, the roles and responsibilities of the chair are different at the two institutions 

(Leftwich, 2001). A survey completed by Seagren et al. in 1994 ranked from high to low 

the value of six items at the community college as: The concept of lifelong learning, 

using a wide variety of teaching approaches, general education, preparing students to 

meet the needs of business/industry, preparing students to meeting the needs of the 

community, and occupational/technical education. The mission of the community college 

is effective teaching, not research as in the university (Miller, 2001). Community 

colleges are "diverse institutions with diverse priorities ... they respond to the unique 

needs of the local communities and broadly varying student populations" (Seagren et al.). 

A study to determine the perceptions that department heads in Alabama 

community and junior colleges held regarding their role in a multiplicity of chair job 

requirements was conducted by Palmer in 1996. Results of the study indicated no 

significant difference in the perceived roles and tasks of department chairs regardless of 

gender, age, prior work experience, or community college faculty experience. The roles 

and tasks related to faculty issues ranked most important of the three groups with 

administrative issues ranking second in importance, and student issues ranked third in 

importance. 

When the study was compared with the 1992 Study of Roles and Tasks of 

Community College Department Chair, conducted by the National Community College 

Chair Academy, it was found that the perceptions of Alabama Community Colleges 

department chairs mirrored their national colleagues (Palmer, 1996). 
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Some view the department chair position as evolving from a powerful leader and 

defender of program quality to an administrative clerk. A case study of the chair at a 

mature community college found that the chair tasks were more frequently clerical than 

visionary. Twenty-four of the 26 faculty interviewed for the study would not seek the 

department chair position. A third of the chairs functioned in departments where at least 

two senior department members held either greater pay or greater rank. Few saw the 

chair position as a means for professional advancement (Sackett, 1984). 

A community college chair survey found 74 percent of the chairs planned on 

staying in the same community college for the next five years. Fifty-four percent of the 

group indicated they planned to remain as chair, 11 percent planned to return to the 

faculty, 17 percent planned on moving to another administrative position, and 13 percent 

planned on retiring (Seagren et al., 1994). 

Ambiguity exists in where the chair belongs in the governance of the college. 

Although chairs are considered administrators, they really are not. They are also not 

faculty. They are considered leaders, but are usually managers whose job descriptions, 

roles, and duties are bound to traditional hierarchical organizational structures. Thought 

to be riding the wave to the top, chairs are more often in a holding pattern not in line 

advancement to high-level administration. (Gillet-Karam, 1999). Gmelch and Miskin 

(1993) and Tucker (1993) report that four of every five chairs never move up the 

administrative ladder. 

The Chair Academy was created in 1990 for the purpose of advancing academic 

leadership for community and technical college chairs, deans and other instructional 

leaders. The academy was formed in direct response to the acutely limited leadership 

35 



training opportunities for community and technical college department and division 

Chairs. The Chair Academy focuses on preparing these academic leaders for their dual 

role as manager and administrator on the one hand, and faculty member advocate on the 

other (http://www.mc.maricopa.edu/Chairlindex.html, 2002). 

Chapter Summary 

Summarizing, the community college is a product of the 20th century with the 

Florida Community College system experiencing its growth in the last half of the 20th 

century. Because of the uniqueness of the community college, its leadership issues vary 

from other sectors of education and business. The Associate in Science degree has 

evolved into an important offering of the community college, is an integral part of the 

Tech Prep movement, is a participant in Workforce Development, and serves the reverse 

transfer post baccalaureate student. 

The position of ASDDC is the key to the success of the Associate in Science 

degree program. The position of the chair has changed from a position with clearly 

described job responsibilities to a position that is confused and wrought with ambiguity. 

Investigation of the roles and responsibilities of this position along with the need for 

training was timely. 

This dissertation continues in Chapter 3 with a discussion of the research 

procedures used in this study. Chapter 4 continues with a discussion and analysis of the 

findings. Chapter 5 summaries the study and makes recommendations for the future. 
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Chapter 3 

Research Design 

The purpose of this modified Delphi study was to investigate a community 

college leader, the ASDDC, by identifying, describing and then seeking consensus among 

an elite sample of ASDDCs, their changing roles and responsibilities, the influencers of 

change and their need for training. The study took place on the central campuses of two 

Florida community colleges. 

Twenty ASDDCs, leading 10 different Associate in Science degrees, were the 

sample of the study. For analysis purposes, the chairs were divided into two subgroups: 

high tech ASDDCs and high touch ASDDCs. 

This chapter includes a statement of the problem, an outline of the research 

procedures, a discussion of Delphi followed by a detailed discussion of the research 

including the selection of the community college campuses, approval for research by 

Institutional Review Board and selection of the sample. Explanation of the modification 

of Delphi in Round One is followed by discussions of roles of the pilot committee, 

instrumentation, data collection and data analysis. 

Statement of the Problem 

The following research questions were explored in this modified Delphi study: 
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Round One: 

1. What are the changed roles and associated responsibilities of community 

college ASDDCs? 

2. What are the projected changes in the future roles and responsibilities of 

ASDDCs? 

3. What are the current and future projected influences defining today's roles 

and responsibilities of community college ASDDCs? 

4. What training do community college ASDDCs have that enables them to 

successfully fulfill today's roles and responsibilities of the position of ASDDC? 

5. What training do community college ASDDCs feel that they will need to 

fulfill tomorrow's roles and responsibilities of the position of ASDDC? 

Round Two and Round Three: 

1. What is the level of agreement (consensus) of ASDDCs about their changed 

roles and responsibilities and future projected roles and responsibilities? 

2. What is the level of agreement (consensus) of ASDDCs about the kind of 

training they feel will be needed in the future? 

3. When community college ASDDCs heading programs classified as high tech 

and ASDDCs heading programs classified as high touch are asked to examine their 

changed current and projected future roles and responsibilities, what are the differences? 

4. When responses of ASDDCs of programs classified as high tech Associate in 

Science Degree programs are compared with ASDDCS of programs classified as high 

touch Associate in Science Degree programs, what are the differences in their projected 

future training needs? 
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Summary of the Research Procedure 

I. Submitted the design of the study, protocol for use in Round One and 

application for approval of research to IRB of Florida Atlantic University. 

II. After IRB approval was received, contacted community colleges to seek 

permission to conduct research on their campus. Letters of approval were 

received. 

III. A pilot committee was organized comprised of a dean supervising many 

ASDDCs and a non-participating ASDDC. 

IV. Researcher design protocol was field tested. Recommendations were 

made and followed to revise the research protocol by: 

A. Adding an additional question. 

B. Deleting the planned computer graphic exercise. 

V. Ten Workforce Associate in Science Degrees that existed at both 

community colleges were identified for inclusion in the study. 

VI. The expert panel for Delphi was identified: The ASDDCs, following the 

study' s definition of department chair, of the 10 Workforce Associate in 

Science Degrees that existed at both community colleges 

VII. Two subgroups of the expert panel were identified: 

A. The high tech ASDDCs. 

B. The high touch ASDDCs. 

VIII. Round One face-to- face interviews of the panel of ASDDCs was 

completed. 

A. After asking permission to tape record the interviews and presenting 
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the IRB form for signatures, information was shared with the 

ASDDCS as to how the information would be used and how it would 

be stored. Participants were also informed they were free to withdraw 

from the study at anytime. 

B. Interviews were tape recorded, then transcribed by the researcher. 

C. Career life demographics of the ASDDCs were created. 

IX. Themes of ASDDCs roles and responsibilities that emerged from 

interviews were identified and a finite list of roles and responsibilities of 

the ASDDCs created from coded interviews 

A. Finite list of roles and responsibilities of the ASDDCs was revised by 

the pilot committee. 

B. Roles and responsibilities on the finite were listed alphabetically to 

avoid researcher and participant bias. 

C. Additional coding by researcher resulted in identification of nine 

emerged categories of roles and responsibilities. 

X. Questionnaire I for use in Round Two was created using revised finite list 

of roles and responsibilities of the ASDDC 

A. Questionnaire I was field tested by the pilot committee. 

B. Questionnaire I was revised based on the recommendations of the pilot 

committee. 

C. A comments section was added at end of questionnaire. 

XI. Questionnaire I Round Two 

A. Questionnaire distributed and returned via e-mail. 
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B. Responses of ASDDCs to changing roles and responsibilities analyzed 

by computation of the means. 

C. Questionnaire II designed. "No change" responses on Questionnaire I 

deleted from questionnaire II. "Slowly changing" responses given 

second chance and carried into Round Three 

XII. Questionnaire II Round Three 

A. Questionnaire II personalized for each chair showing their response 

and the group response on Questionnaire I. 

B. Questionnaire II distributed and returned via e-mail. 

C. Comments requested at end of questionnaire. 

D. Computation of the means of responses of chairs to changing roles and 

responsibilities listed on questionnaire 

XIII. Analysis 

A. Roles/responsibilities ranked by mean high to low; 

roles/responsibilities above >2.5 noted, indicating consensus of change 

of the role/responsibilities 

B. Roles and responsibilities were organized into the nine emerged 

categories and analyzed for consensus of change; ranking of the nine 

categories high to low illustrated consensus of change in each category 

C. Comparisons made of consensus of change of the roles and 

responsibilities between the group of ASDDCs, the high tech 

Associate in Science 

Degree department chairs and the high touch Associate in Science 
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Degree department chairs 

D. Statistical analysis using t-test and SPSS statistical computer program 

was completed seeking significance of differences between the high 

tech ASDDCs and the high touch ASDDCs in the nine emerged 

categories of the roles and responsibilities of the ASDDC. 

XIV. Presentation of findings 

A. Final results of roles and responsibilities reaching consensus of change 

(mean >2.50) of each role/responsibility was noted and examined 

through creation of matrices, charts, figures and bar graph and a 

ranking high to low by mean of each role and responsibility into the 

nine categories. 

B. Statistical analysis using t-test and SPSS statistical computer program 

was completed seeking significance of differences between the high 

tech ASDDCs and the high touch ASDDCs in the nine emerged 

categories and the 15 identified "most changing" ASDDCs roles and 

responsibilities. 

C. Emerged ASDDCs roles and responsibilities themes from face-to-face 

interviews Round One discussed and intertwined with found consensus 

of change results, Round Two and Round Three. 

History of the Delphi Method 

Technology forecasting studies that eventually led to the development of the 

Delphi method began in 1944. Douglas Aircraft Company in 1946 established a Project 

RAND (acronym for Research and Development) to study inter-continental air warfare. 
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In 1959 RAND researchers published a paper that provided a philosophical base for 

forecasting. The paper argued that in fields that have not yet developed to the point of 

having scientific laws, the testimony of experts is permissible. The problem is how to 

use this testimony and, specifically, how to combine the testimony of a number of experts 

into a single useful statement (Helmer, 1967). 

Reliable information about current and future events and needs is necessary in 

corporate planning, in defense and general government planning and in institutions such 

as education. Delphi is characterized as a method for structuring a group communication 

process so that the process is effective in allowing a group of individuals, as a whole, to 

deal with a complex problem (Linstone & Turoff, 1975). Delphi is a communication 

structure aimed at producing detailed critical examination and discussion, not at forcing a 

quick compromise (Turoff & Hiltz, 1996). 

While the first Delphi applications were in the area of technological forecasting, 

today Delphi has expanded beyond technological forecasting and is used in education, 

business and industry, public health and government (Eggers, Hubbard, & Jones, 1998). 

Gupta and Clarke (1966), in a review of 463 Delphi publications, found that over the past 

20 years the three major professional fields using Delphi techniques were education, 

business, and health care. 

There are three types of Delphi: conventional, real-time and policy (Linstone & 

Turoff, 1975). In conventional Delphi, a team designs a questionnaire, which is sent to a 

larger respondent group. After the questionnaire is returned, the monitor team 

summarizes the results and, based upon the results, develops a new questionnaire for the 

respondent group. The respondent group is usually given at least one opportunity tore-
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evaluate its original answers based upon examination of the group response (Turoff, 

1970). 

Real-time Delphi differs from conventional Delphi in that, rather than taking 

weeks to conduct the process, it occurs during the course of a meeting or conference. 

Time is shortened in a real-time Delphi (Turoff & Hiltz, 1996). 

In policy Delphi, the decision-maker is not interested in having a group generate 

his decision; but, rather, in having an informed group present all the options and 

supporting evidence for his/her consideration. The policy Delphi is not a mechanism for 

making decisions; generating a consensus is not the prime objective (Clayton, 1997). 

Moore (2001) provides four reasons why using a group of people rather than an 

individual is more desirable in conducting applied social research: 

1. Logically, if you properly combine the judgment of a large number of people, 

you have a better chance of getting closer to the truth; 

2. It is desirable to use groups in order to understand social phenomena; 

3. The group is more likely to accept research findings if they have participated 

in the research process; and 

4. Complex, ill-defined problems often can be addressed only by pooled 

intelligence. 

The Delphi technique has characteristics not found in other group decision

making processes. In Delphi, ideas generated by individuals are not only individual and 

independent, but also isolated and anonymous - the communication between individuals 

is orchestrated by a director and occurs via written questionnaires and feedback reports. 
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Also, the problems of bringing together a large group of people in other group decision

making processes are avoided (Clayton, 1997). 

Applications of Delphi in Education and Training 

Research has seen the Delphi technique used to generate ideas and forecast 

changes for a wide variety of educational purposes. Expert rather than general or informal 

opinion is often sought in the development of educational policy. Decisions to be made 

regarding best practice, the most effective way to deliver ·services, issues dealing with the 

professional development of teachers and the distribution of limited educational resources 

are examples which require critical thinking and reasoning. The conventional Delphi 

procedure uses group consensus to offer an effective, user-friendly, rigorous and 

systematic strategy in the collection and dissemination of critical information (Clayton, 

1997). 

Delphi technique was used as a means to achieve consensus on a set of 

competencies needed by entry-level recreation, park and leisure professionals in Florida. 

A set of competencies developed and field tested by a prior task force was used for three 

rounds of Delphi. A high rate of consensus was reached: Round One, 17.9 percent 

consensus; Round Two, 86 percent consensus; and Round Three, 95.5 percent consensus. 

The Delphi technique was effective in moving the Florida Recreation and Park 

Association certified professionals to a like view of a core of competencies. The 116 

competencies were then rank-ordered by means in each of the sub-categories. Nine 

hypotheses were then tested to determine if statistically significant differences existed 

between and among items in the study. Findings rejected five of the nine null hypotheses 

indicated that there was a difference in how administrators, supervisors, leaders, and 
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employees at various levels of education view desirable competencies. When self

directed learning readiness scores were compared with the rating of the selected 

competencies findings implied that individuals who are more involved in pursuing 

additional learning are also going to expect a higher level of competency than individuals 

who are not as professionally involved (Bryan-Wunner, 1991). 

A finite list of critical academic skills that should be characteristic of Kansas 

community college associate degree graduates used a conventional Delphi three round 

technique. A list of 199 critical academic skills was generated by an expert panel of 23 

community college faculty and instructional officers with knowledge and experience in 

community college curriculum and assessment. Critical academic skills for Kansas 

A.A./ A.S. graduates address critical thinking, cultural diversity, mathematics, written and 

oral communication, and group interaction (Larson & Wissman, 2000). 

The curriculum requirements of the general education and business core 

curriculum in an Arkansas Community College were studied using the Delphi Method. 

Panels of experts from higher education were asked to determine a course of study for a 

community college business student. The study concluded that the Delphi method has a 

potential as a viable method of curriculum planning for community colleges and may be a 

valuable alternative to exiting practice (Stag, 1983). 

Miller and Benton used Delphi when studying strategies that the community 

college department Chair could use in managing its scarce resources. Community and 

junior colleges have assumed responsibility for providing postsecondary education 

opportunities to over half of all college students. In the provision of these educational 

opportunities, two-year colleges have been noted as the innovative and dynamic leaders 
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in both vocational and avocational education. Additionally, work in distance learning, 

technologies and programs, continuing professional education and community service 

programs serve as indicators of the continued growth and expansion of community 

colleges. Consistent with these trends, the community college sector of higher education 

anticipates continued expansion during the next decade. 

The study was designed to examine how departmental heads or chairs in 

community colleges have maintained or enhanced programmatic quality when required to 

make budget reductions. Using a three-round Delphi approach and a purposive sample of 

50 department chairs in Alabama community, junior, and technical colleges, subjects 

were asked in the first round: What strategies or techniques should be advocated to or 

used by department chairs in two-year colleges to maintain or enhance program quality 

when faced with budget reductions? The most common written response in round one of 

the Delphi procedures was the use of more adjunct and part-time faculty. 

All statements were then combined into a survey questionnaire that asked 

participants to rate their agreements with each statement that should be advocated or used 

by department chairs or heads to maintain or enhance quality in their unit when faced 

with budget reduction. Strategies that had final mean scores above 4.0 (effective 

strategies) included: Use more part-time clerical assistance, maintain high morale of 

instructional staff, focus on maintaining critical program components, look for waste, 

look at capabilities and strengths of each faculty member, coordinate and share 

equipment and supplies that were purchased by other departments, evaluate expenditures 

in each line item to identify nonessential costs and keep staff informed of pending 

reductions. Possibly effective strategies (overall group mean rating of 3.64) collaborate 
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with other chairs, offer fewer class sections, have students work in groups rather than 

individually, make technical program self-supporting, set collective college spending 

priorities, and reduce supply and material costs. Non-effective strategies with a group 

mean of 2.85 were: revising course syllabi, reduce class offerings, keep copies of 

textbooks in a central location, demonstrate technical changes, have faculty and chairs 

work longer hours and use only federal funds for travel (Miller & Benton, 1998). 

Review of the literature indicated that the modified Delphi method was 

appropriate methodology to use to answer the research question: "What are the changed 

roles and responsibilities, the influencers of change and the need for training of the 

ASDDC?" 

Research Process 

Approval of study by IRB, Florida Atlantic University. The proposal of the study, 

protocol (interview guide) for use in Round One and the application to complete research 

was submitted to the IRB Office of Florida Atlantic University. After the study and the 

protocol of the study were approved by IRB, a pilot committee was organized to support 

the project. 

Selection of the community colleges. The researcher contacted two Florida 

community colleges seeking permission to complete research on their campuses. The 

two colleges were selected because of locations, the similarity in size of the institutions 

and their Workforce Associate in Science Degree offerings. Because of state 

requirements regarding community colleges the governance of the two community 

colleges was similar. 
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Permission was given in writing by a president and a vice-president of the 

community colleges approving the planned research to proceed on their campuses. 

Neither community college at that time had an IRB office to obtain local approval. 

Administrative approval to conduct research on the campus was the appropriate path to 

obtain research permission. 

Organization of the pilot committee. A pilot committee was organized composed 

of a dean who currently su~ervises many ASDDCs and who served as an ASDDC in the 

past and an ASDDC not participating in the study. 

Researcher design protocol. The' researcher created a protocol based on the 

review of literature and the researcher's lived experiences as an ASDDC. Eight specific 

questions were asked, an opening icebreaker and a final computer exercise requiring 

hands on activity of the ASDDCs using a laptop computer. The ASDDCs perceptions of 

their current positions, current and projected changes and influences and thoughts about 

their need for training were explored in face-to-face interviews conducted on the personal 

community college campus of the chair in their chosen location. 

Recommendations by the pilot committee. The protocol was field tested by the 

pilot committee. After field testing the protocol the committee made two 

recommendations. First, they recommended that a direct question be added to the 

protocol asking the chairs their perceived level of influence in the areas of strategic 

planning, budgeting, scheduling and hiring. 

Second, after reviewing the computer graphic model exercise of the protocol, the 

committee recommended deleting the exercise from the study. The pilot committee was 

concerned about extended completion time of the exercise. The pilot committee felt that 
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many of the ASDDCs would not have the technical skills to complete the exercise 

efficiently without detailed instruction and would become frustrated. The possibility of 

the exercise negatively affecting participation levels in the Delphi and the impending 

results was a concern of the pilot committee. 

Therefore, upon the recommendation of the pilot committee, the additional 

question was added and the computer graphic exercise deleted. 

Workforce Associate in Science Degrees in the Study 

Selection of Associate in Science Degrees for the study. Triangulation was used to 

verify the appropriateness of inclusion of the selected Associate in Science Degree 

programs in the study. Using the colleges' catalogs, both hard copy and examining the 

catalog through the colleges' websites, the course listing of the programs were examined 

to locate Associate in Science Degree Workforce Program that were active and designed 

to prepare the student to enter employment after graduation; the programs were verified 

by administration that they were Workforce Associate in Science Degrees; and verified 

again at the beginning of the interviews by the ASDDCs that the purpose of their 

program was to prepare students to gain employment immediately after completing the 

program. All Associate in Science degrees that were active and were verified Workforce 

Associate in Science Degree programs that existed on the two selected community 

colleges were included in the study. 

Ten programs existed at both community colleges so therefore 10 programs were 

included in the study. The 10 programs included for study were: Associate in Science in 

Accounting Technology, Associate in Science in Drafting and Design Technology, 

Associate in Science in Internet Service Technology, Associate in Science in Computer 
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Programming and Analysis, Associate in Science in Paralegal Studies, Associate in 

Science in Criminal Justice Technology, Associate in Science in Nursing, Associate in 

Science in Emergency Medical Services Technology, Associate in Science in Dental 

Hygiene and Associate in Science in Business Administration and Marketing. The 

following table describes the 10 selected Associate in Science degrees included in the 

study divided into the two subgroups of five high tech Associate in Science degrees and 

five high touch Associate in Science degrees. 
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Table 1 

Descriptions of 10 Associate in Science Degree Programs Classified as a High Tech or a 

High Touch Program 

High Tech Programs 

Accounting Technology - The Associate in Science degree program in Accounting is designed 

to prepare students to enter intermediate-level public or private accounting positions in various 

capacities. 

Drafting and Design Technology - The Associate in Science degree program in Drafting and 

Design Technology is designed to give students the necessary training and background for 

various technical careers. Specializations are available in Building Construction, Civil 

Engineering/Land Surveying, or Computer Aided Drafting (CAD). 

Internet Service Technology- The Associate in Science degree program in Internet Services 

Technology prepares the student for employment as a Web Technician, Internet/Intranet 

System Administrator, Web Site developer, and Web Master. 

Computer Programming and Analysis - The Associate in Science degree program in Computer 

Programming and Analysis provides the students with a basic foundation in computer 

programming and will prepare them for employment as entry level programmers or a computer 

applications specialist. 

Paralegal Studies (Legal Assisting) - The Associate in Science degree program in Paralegal 

Studies prepares student seeking a career in a law-related field as a paraprofessional. The 

American Bar Association of a paralegal or legal assistant is "a person, qualified by education, 

training or work experience who is employed or retained by a lawyer, law office corporation, 

governmental agency or other entity and who performs specifically delegated substantive legal 

work for which a lawyer is responsible." Extended use of technology is required to complete 

legal research and carry through job responsibilities. 

(table continues) 
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Table 1 (continued) 

High touch Programs 

Criminal Justice Technology- The Associate in Science degree program in Criminal Justice is 

offers the student a broad background in the history, philosophy, organization, management 

and operation of the criminal justice system The degree provides a strong background for 

employment with criminal justice or public service agencies, including police department, 

sheriffs offices, prisons, areas of juvenile justice, or private industry. 

Nursing- The Associate in Science Degree in Nursing (ADN) is designed to provide a strong 

foundation in nursing to prepare the student to care for the clients he/she serves. The program 

is a selective admission, limited enrollment program. 

Emergency Medical Services Technology - The Associate in Science Degree program in 

Emergency Medical Services Technology uses the 1998 National Standard Curriculum from 

the Department of Transportation, National Highway Safety Administration, to fulfill 

requirements to practice, under medical direction, the art and science of out-of -hospital 

practice. The graduate has knowledge, skill and professional attributes associated w~th an 

entry-level Paramedic, trained to prevent and reduce mortality and morbidity due to illness and 

injury. The program is a selective admission, limited enrollment program 

Dental in Dental Hygiene - The Associate in Science Degree program in Dental Hygiene is 

designed to prepare the student to practice as a licensed dental hygienist. A graduate of the 

program is eligible to take the Dental Hygiene National Board, and, upon successful 

completion of that board, is eligible to take a state board to obtain a state license. The program 

is a selective admission, limited enrollment program 

Business Administration and Management- The Associate in Science Degree program in 

Business Administration and Management is designed to prepare students for careers as 

supervisors and middle managers in various fields and for those currently employed in business 
• 

and desiring advancement. 
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Because the curriculums of all Florida Associate in Science Degrees are 

standardized through the state's department of education in length of the program, 

courses included in the program and program frameworks of competencies, it was 

assumed that the Associate in Science degree named programs located on both campuses 

were the same program. 

The researcher has extensive experience in serving as an ASDDC and has served 

on two task forces studying community college department chair issues. Not wanting to 

taint the findings by projecting her personal lived experiences into the study, care was 

taken not to include in the sample any of the five Associate in Science degree programs 

she has chaired. Also purposefully excluded from the study were issues that might be 

addressed as employment issues by the Human Resources Department, the faculty 

negotiating organizations or administration of the colleges. Care was taken not to make 

this study a discussion of the employment issues of the chair position. 

Selection of the ASDDCs for the study. The ASDDCs were identified as leaders of 

the identified workforce programs and invited to participate, through the gatekeepers of 

their institutions, as the sample of the study. It was verified that the ASDDCs selected 

were carrying out the roles and responsibilities of the ASDDC as defined by the research 

project; not all the ASDDCs in the study were employed under the title of ASDDC. The 

title of ASDDC was not used on both campuses or consistently on one campus. 

The study's definition of ASDDC is: The employee that "fulfills a leadership and 

managerial role for an Associate in Science Degree(s) Program. The department chair 

position is the first level of program management in an educational institution. The 

employee provides leadership to a unit with at least one instructor/professor either full-
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time or part-time." Because 10 programs had been identified to participate in the study, it 

was planned that the size of the sample of ASDDCs would be 20. However, one position 

was vacant, so 19 Associate in Science Degree chairs comprised the sample of this study. 

Table 2 

Associate in Science Degree Programs by Subcategories- Phase I (Round One of 

Delphi) 

Associate in Science Degrees in Study 

20 

High 
Tech 

Programs 

10 

High 
Touch 

Programs 

10 

The specific programs led by the ASDDCs were not identified throughout the 

study but identified as a high tech Associate in Science Degree or a high touch Associate 

in Science Degree for analysis purposes. 

Also verified, was the ASDDCs had the necessary licenses and/or certifications to 

practice the profession they were teaching, and as determined by their institution met the 

qualifications of the regional accrediting agency, Southern Association of Colleges and 

Schools (SACS), to teach at the community college. 

Qualifying the Sample of the Study 

The job title Department Chair was not used similarly or uniformly on both or 

individual campuses; various other titles such as program leader, coordinator, assistant 

chair, lead faculty member or simply faculty member were used. To qualify the 

members of the sample the following definition was used: the ASDDC "fulfills a 

leadership and managerial role for an Associate in Science Degree(s) Program. The 

department chair position is the first level of program management in an educational 
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institution. The employee provides leadership to a unit with at least one 

instructor/professor either full-time or part -time." 

Participants in the study were qualified as meeting the above definition in three 

ways: 

1. Administration of the two campuses recommended the participants who met 

the criteria of the study's definition of ASDDC; 

2. All study participants were classified at their respective colleges as a faculty 

member, not as an administrative employee; and 

3. During the opening of the face-to-face interviews, it was verified by the 

researcher that the ASDDC being interviewed was: Classified as faculty and not 

classified as an administrator, and they identified as a leader of an Associate in Science 

degree program(s) 

Also verified was that all study participants had a minimum of three years of 

community college experience and held the industry and educational certifications 

necessary to hold the program leader (ASDDC) position. This was done by: 

1. Verifying the three years of community college experience of the ASDDC 

with administration of the college; 

2. Verifying with the ASDDC at the beginning of their personal face-to-face 

interview they had been employed for three years in the community college; and 

3. Verifying with the ASDDC at the beginning of the interview that they had 

proper credentialing to work in their profession and completed educational 

courseworklobtaining degrees to meet SACS requirements of their college. 
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The ASDDC in this research is an example of an "elite" interviewee, a specialized 

class of interviewing that focuses on a particular type of interviewee, selected for 

interviews on the basis of their expertise in areas relevant to the research (Marshall & 

Rossman, 1999). 

Because an assumption of the study was success in and appointment to the 

position of ASDDC was due to education, training, and experience; not because of 

gender, ethnicity, race, religion, superior physical abilities or age, no effort was made to 

recruit for the study or identify in the study these personal attributes of the ASDDCs. 

However during the personalized interviews of the chairs during the opening "ice 

breaking" discussion, they were asked where they were in the path of their career. 

The interviewed chairs in Round One became the panel of experts used in Round 

Two and Round Three required of a Delphi study. Great care was taken in this research 

to qualify the Associate in Science Degree Chairs as experts. The Delphi method requires 

that a panel of experts on the subject under study be selected. An expert is someone who 

possesses the knowledge and experience in the area; expertise is the desired goal for 

panel selection. All experts may be included or a random or nonbiased sample of various 

types of expertise may be sought (Babbie, 1990). In this study, all experts (ASDDCs) of 

the 10 selected programs at the two community colleges were included yielding a sample 

size of 19 chairs. 

Group size theory for the Delphi Technique varies, but general guidelines indicate 

15-30 people are sufficient for experts coming from the same discipline, a homogeneous 

population. Five to 10 subjects are adequate for subjects with expertise on a particular 

topic but coming from different professional stratifications, a heterogeneous population 
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(Delbecq, VandeVen, & Gustafson, 1975, Moore, 2001). The subjects for this study 

were a heterogeneous group; they all had expertise as an ASDDC but were from different 

professional stratifications. Therefore, a sample of nineteen was adequate. 

During the timeline of this study, the position of chair at one of the participating 

community colleges was under investigation by the faculty negotiating group and an 

administrative task force was organized to study the position of the department chair. No 

committee members of either investigation were invited to join this study. Everything 

possible was done to create a study that was comfortable for the ASDDCs' participation. 

Also, concerned about imposing her lived experiences as an ASDDC and being a 

committee member of two committees studying the position, the researcher took great 

care to separate her experiences from those of the study. She did not include any 

programs in the study that she has chaired, and did not include in the sample committee 

members studying the subject of department chair. Care was also taken for this research 

not to become a study of the employment issues of the position of the ASDDC. 

Identified Subgroups of the Expert Panel of ASDDCs 

The ASDDCs were divided into two subgroups based on the program they were 

leading: high tech ASDDCs and high touch ASDDCs. High tech programs are programs 

using computers; the programs deal directly with technology and indirectly with living 

creatures. High tech programs are preparing graduates for new, evolving professions. 

The professional organizations and the regulatory bodies of high tech professions may 

just be organizing and gaining political strength. The high tech programs are new to the 

college world and fifteen years ago their department would not have been found in a 

community college catalog. 
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High tech programs often are involved with credentialing. The jobs students enter 

after graduation from a high tech program probably did not exist 10 years ago; they may 

not exist or be much modified in the next 10 years. The five high tech programs included 

in the study are: Accounting Technology, Drafting and Design Technology, Internet 

Services Technology, Computer Programming and Analysis, and Paralegal Studies/ 

Legal Assisting. 

High touch programs are programs dealing directly with living creatures and 

indirectly with technology. The high touch program~ are older professions; most prepare 

students for jobs that have existed for many decades or even longer. The high touch 

programs have existed on community college campuses for many years. 

The high touch programs have well-established professional organizations with a 

rich history of achievements. The high touch programs are older, more established 

programs in the community college. Articulation agreements between the Associate in 

Science degrees and four-year programs are more likely in place with the high touch 

programs than with the high tech programs. The five high touch programs included in 

the study were: Criminal Justice Technology, Nursing, Emergency Medical Services 

Technology, Dental Hygiene and Business Administration and Management. 

Round One Interviews, a Modification of Delphi 

Usually the initial questionnaire in a Delphi study is an open-ended instrument. 

The respondents react to a specific question by listing in writing their comments, and 

then the researcher develops a questionnaire (Clayton, 1997). In this study, the ASDDCs 

responded to the research protocol orally. 
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A limitation of the conventional Delphi methodology is the creation of frustration 

in respondents due to the unstructured format of Round One. Traditionally, the 

respondent is given a blank sheet of paper and asked to answer a research question with 

no direction or structure. This results in more statements being carried through the 

rounds of the Delphi process requiring more time of the participants rating the statements. 

Aware of the limited time of the ASDDCs, an elite sample, and not wanting to 

create frustration in the sample, the researcher modified the Round One Delphi process 

when designing the study. The researcher used a researcher created interview protocol in 

the first phase of the Delphi study. This modification is consistent with other researchers 

who have resolved the problem of repetitive questions creating frustration in participants 

by modifying the Delphi process from the onset (Bettcher, Sapirie, & Goon, 1998). 

The value of the ethnographic interview lies in its focus on culture through the 

participant's perspective and through a firsthand encounter. This approach is especially 

useful for eliciting participants' meanings for events and behaviors and for generating a 

typology of cultural classification schemes (Marshall & Rossman, 1999). 

The use of the interview using the researcher created protocol, applied a stimulus 

to the panel members requiring them to generate ideas or statements from which the roles 

and responsibilities of the ASDDC could be identified and collected. Using personalized 

interviewing created a more structured Round One of Delphi than is usual. The more 

structured round one of interviews saved time and alleviated potential time anxiety in the 

elite sample of Associate in Science department chairs. Also, the personalized interviews 

of the chairs by the researcher established a relationship between the chairs and the 

research. Because this study called upon the chairs three times for input, it was hoped 

60 



that the personalized interview in phase one of the study would encourage their continued 

participation. 

Round One Interviews and Completion of Questionnaire I. 

The interviews were scheduled by the gatekeepers of the institutions, a college 

President and a college Vice-President. Their prescribed schedules were followed in 

completing the interviews. The chairs were interviewed in a location of their choice thus 

preventing intrusion by the researcher into the world situations of the ASDDC and 

avoiding disruption. 

During the opening of the interviews the purpose of the research was explained. 

The IRB process of Florida Atlantic University was delineated and assurances given that 

only the highest ethical standards would be followed. The ASDDCs were assured they 

could withdraw from the study at anytime. Member checking was done. The offer made 

for them to review the transcription of their interview along with an offer of a copy of the 

finished research. After presenting the above the researcher asked the ASDDCs to sign 

the IRB permission form which all did. 

Information was shared by the researcher about how tapes and transcribed 

information would be stored and when they would be destroyed. The interviews 

commenced following the researcher created protocol that can be found in the 

Appendixes. 

Each interview remained in the area of one hour in time. The interviews were 

completed and personally transcribed by the researcher. By personally transcribing the 

interviews, the researcher was insured that nothing was missed. The goal of being close 

to the research was achieved. 
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After transcription, the interviews were organized by questions with each of the 

nineteen's ASDDC's responses listed under each question, creating a 94-page single

spaced document. The document was coded twice: Once for emerging themes of the 

position of the ASDDC, the second time to create a finite list of the roles and 

responsibilities of the position of ASDDC. 

Creation of the Finite List of Roles and Responsibilities of the ASDDC 

Two hundred and four roles and responsibilities found in the interviews created 

the finite list of the roles and responsibilities of the ASDDC. The interview approach was 

more time consuming and more demanding of the panel members; however, the greater 

involvement, input and ownership of the ideas generated can result in a final product that 

substantiates use of such a strategy (Clayton, 1997). 

Review of the finite list by the pilot committee. After review by the pilot 

committee, 81 roles and responsibilities were deleted from the finite list. The pilot 

committee felt the deleted responsibilities were those of a faculty member, a dean or 

other community college employee, or too general to be of consequence. Following the 

recommendations of the pilot committee the finite list was reduced to 123 roles and 

responsibilities. 

Emerged categories of the roles and responsibilities of the ASDDC. The 123 roles 

and responsibilities that remained on the finite list were again coded with categories 

emerging. Nine categories emerged: The community college, programs, professions, 

students, clerical responsibilities, hiring/supervising, leadership, training and technology. 
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Creation of Questionnaires 

The new finite list of 123 roles and responsibilities were used to create a Likert

scale questionnaire asking how the listed roles and responsibilities were changing, using 

a range of 5 (change is tremendous), 4 (changing rapidly), 3 (Changing), 2 (Changing 

slowly), 1 (Change is insignificant) and 0 (No comment/no answer). Because the 

potential of sensitivity to the subject existed, the selection of "0" was used to allow chairs 

who might feel pressured when asked to reply to certain roles/responsibilities to not 

respond Using "0" as a selection is consistent with Delphi literature (Bryan-Wunner, 

1991). The researcher did everything possible to alleviate fears and concerns in the 

Associate in Science Degree department chairs about responding to this inquiry. 

Because the questionnaire was asking for change and some of the emerged 

categories were categories associated with change, the questionnaire was not divided into 

the nine emerged categories of the roles/responsibilities, but roles and responsibilities 

were listed on the questionnaire in alphabetical order. This prevented researcher and 

participant bias. 

Due to the length of the 123 item questionnaire and following the 

recommendation of the pilot committee the questionnaire was divided into two sections: 

Program Leadership and Development listing 98 roles and responsibilities and 

Professional Development and Leadership listing 25 roles and responsibilities. A section 

for comments was included at the end of the questionnaire. 

The creation, field testing, and revision of Questionnaire I completed the first 

phase, Round One of this modified Delphi research. 
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Questionnaire I Round Two 

Questionnaire I was sent via e-mail attachment with a cover letter and instructions 

about how to save and return the questionnaire. The cover letter and Questionnaire I can 

be found in the appendix. 

Tabulations were made of the mean, mode, and standard deviation and a matrix of 

Questionnaire I created (see Appendix G). To lessen researcher bias the criteria for the 

intermediate and final consensus of change had been determined at the beginning of the 

study. 

When designing the study, the researcher determined that the mean of the listed 

role/responsibility would be used as the determiner of consensus of change. A mean of 

2.5 or higher (meaning the role/responsibility is changing, changing rapidly or changing 

tremendously) was used as the determiner of the consensus of change. However, a 

second chance was given to roles/responsibilities listed on Questionnaire I that were rated 

"changing slowly," those with a mean of 1.50- 2.49. 

Again, because the study was asking the chairs how the listed roles and 

responsibilities were changing, the roles and responsibilities that achieved a mean of less 

than 1.50, indicating no change, were deleted. Seventeen roles and responsibilities were 

deleted and were not included on Questionnaire II created for use in Round Three. 

Consequently Questionnaire II used in Round Three listed 106 roles and responsibilities. 

Questionnaire II Round Three 

Questionnaires were individualized for each ASDDC in Round Three. The cover 

letter explained that Questionnaire II was personalized for each chair. The group 

response was indicated by "G", and the individual ASDDC's response indicated by "X." 
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The ASDDCs were asked to review their frrst responses to the question "How are 

the listed roles and responsibilities changing?" and compare their response with the group 

response. If after reviewing their responses and comparing them to the group responses, 

the ASDDC decided to change their frrst responses, instructions were provided how to 

proceed. If they desired to change their individual response they were instructed to place 

the star symbol " * " in the appropriate box. Again, email was used to communicate with 

the chairs and the questionnaire again distributed as an attachment. 

Analysis 

After the return of Questionnaire II by the ASDDCs, the following steps occurred: 

Final tabulations of the mean, median, mode and standard deviation were calculated for 

Questionnaire II, Round Three and a matrix created summarizing Questionnaire II (see 

Appendix G). 

The 106 roles and responsibilities listed on Questionnaire II were listed by mean 

from high to low with the roles and responsibilities with a mean of above 2.5 noted, 

indicating consensus of change of the roles and responsibilities. A summary chart of 

Questionnaire I Round Two means and Questionnaire Round Three means was created. 

The roles and responsibilities reaching consensus of change were organized into 

the nine earlier emerged categories of community college, program, students, clerical, 

hiring/supervising; leadership, training and technology. Each category was analyzed for 

consensus of change by calculating the mean of the category. The categories were 

ranked from high to low according to the mean. Categories were identified that were 

changing the most to categories that were changing the least based on the calculated 

mean. 
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The means of the group of ASDDCs, the means the high tech chairs and the 

means of the responses of the high touch chairs were compared. Using the statistical 

program SPSS, a t-test was run seeking significance when comparing the means of the 

high tech ASDDCs and the high touch ASDDCs in the nine emerged categories. 

Chapter 1 of this study presented an introduction to the study of the roles and 

responsibilities and the need for training of the ASDDC. Chapter 2 continued with a 

review of the literature appropriate for the study of the roles and responsibilities and the 

need for training of the ASDDC. The findings of the study are reported in Chapter 4 

supported by the use of matrices, figures, chars, and graphs. Chapter 5 summarizes the 

study presenting recommendations for future action and for future study. 

66 



Chapter 4 

Analysis and Findings 

This modified Delphi study investigated a community college leader, the 

ASDDC, by identifying, describing and then seeking consensus among the sample of 

ASDDCs, their changing roles and responsibilities, the influencers of change, and their 

need for training. 

Because an assumption of the study was success in and appointment to the 

position of ASDDC was due to education, training, and experience; not because of 

gender, ethnicity, race, religion, superior physical abilities, or age no effort was made to 

recruit for the study of identify in the study these personal attributes of the ASDDCs. 

However, in the personalized interviews of the chairs during the opening "ice breaking" 

discussion, they were asked where they were in the path of their career. 

The participating chairs were in different stages of their careers. All had come 

from employment in their professions before accepting a leadership teaching position in 

the Workforce Associate in Science Degree program at their community college. 

Therefore, all chairs had completed and were maintaining professional certifications 

and/or required licenses. All chairs also, as determined by their community college, met 

the requirements of SACS (Southern Association of Colleges and Universities) necessary 

to be hired into their position. 

Reviewing the selected 20 chairs and their positions: One position was vacant, 

three ASDDCs were retiring within the year, one was moving into administration and 
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leaving the faculty position the next semester, and two had already resigned the chair 

position but were remaining as faculty. The remaining 15 chairs were in the middle of 

their travels through their career life and indicated no intention of changing their position. 

Table 3 

Summary of Place in Career Path of ASDDCs 

Associate Position Retiring Moving Leaving Middle Professional SACS 
in Science Vacant within Into ASDDC Of Certification Certification 
Degree the year Administration Returning Career To teach at 
Department Within the To Path Community 

Chairs year faculty College 

N=20 

Community 

College #1 

N=10 

High tech 1 X X X 

High tech 2 X X X X 

High tech 3 X X X 

High tech 4 X X X 

High tech 5 X X X 

High touch 1 X X X 

High touch 2 X X X 

High touch 3 X X X 

High touch 4 X X X 

High touch 5 X X X 

Community 
College #2 
N=10 

High tech 1 X X X 

High tech 2 X X X 

High tech 3 X X X 

High tech 4 X X 

High tech 5 X X X 

High touch 1 X X X X 

High touch 2 X X X 

High touch 3 X X X 

High touch 4 X X X 

High touch 5 X X X 

Summary (1) (3) (1) (2) ( 13) N=l9 N=l9 
5.00% 15.00% 5.00% 10.00% 65.00% 100% 100% 
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After transcription a 94-page, single-spaced Word document was created listing 

each chair's responses to the opening statement and each of the eight questions of the 

protocol. The purpose of creating the document was for the researcher's use in the on-

going synthesis and analysis of the interviews throughout the study. The chairs were 

identified in the document by a code indicating college, Associate in Science Degree 

name and whether classified as a high tech or high touch program. 

Creation of the Finite List of Roles and Responsibilities of the ASDDC 

After coding the created document, two hundred and four roles and 

responsibilities of the ASDDC were identified and listed by the researcher creating a first 

finite list of the roles and responsibilities of the ASDDC (see Appendix C). After review 

by the pilot committee, it was decided that 81 of the roles/responsibilities on the list 

should be deleted. Reasons cited by the pilot committee for deleting 81 of the identified 

roles and responsibilities of the ASDDCs were: 

1. The role/responsibilities were that of a full time faculty member not 

specifically that of a ASDDC (41 items); 

2. The role/responsibilities were that of administration of the community college 

(10 items); or 

3. The role/responsibility was a general statement concerning the 

roles/responsibilities of a good employee; it not was specific in describing the duties of 

an ASDDC (30 items). 

Extensive discussion between the researcher and the pilot committee occurred 

regarding the ten items that the pilot committee recommended discarding because they 

were identified as administrative roles and responsibilities. The researcher pointed out 
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that the 10 items were identified by the ASDDCs as roles and responsibilities that they 

are responsible for and currently completing. The pilot committee stated they felt even 

though the ASDDCs said they were completing the roles and responsibilities, the roles 

and responsibilities were administrative responsibilities, not ASDDC responsibilities. 

The pilot committee stated that the ASDDC might have influence in the area, but not 

responsibility. The pilot committee kept them on the deletion list stating that even if the 

ASDDCs said they were completing the roles and responsibilities they were those of an 

administrator, not an ASDDC. 

The review of the finite list or roles and responsibilities of the ASDDC by the 

pilot committee and the discussion that followed resulted in three things: 

1. All teaching roles and responsibilities ( 41) were collapsed into one item: full

time faculty member teaching load; 

2. Roles and responsibilities of the Associate in Science Degree department chair 

on the finite list that were deemed by the pilot committee administrative roles and 

responsibilities (10), not ASDDC responsibilities, were deleted from the list; and 

3. The general roles/responsibilities (30) that were identified as being required of 

any good community college employee were deleted from the finite list. 

Therefore, upon the recommendation of the pilot committee 81 (39.7 percent) 

roles and responsibilities were deleted from the original finite list of 204 roles and 

responsibilities of the ASDDC. 
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Table 4 

Forty-One Teaching Responsibilities Deleted by the Pilot Committee 

Description of Teaching Responsibility 
10 Accommodating schedules of students 
20 Calculating grade percentages of classes 
3 0 Changing software 
40 Counseling students academically 
50 Counseling students with personal problems 
60 Creating blended learning opportunities for students 
7 0 Creating internship programs 
80 Creating on-line courses 
90 Creating syllabi for all courses in program 
100 Operating lab day to day 
11. Dealing with disgruntled students 
120 Emphasizing collaborative learning 
130 Evaluating curriculum materials 
140 Full time faculty teaching load 
150 Helping students gain employment 
160 Helping remediate students 
170 Helping students transfer to a higher level institution 
180 Holding ten hours of office hours each week 
190 Interacting dynamically in the classroom 
200 Making students with decreased academic skills successful 
21. Meeting with publisher's representatives 
220 Motivating students 
230 Orienting students into the program 
240 Preparing students for practice in field after graduation 
250 Preparing students to take state examinations 
260 Providing retraining to career changing people 
270 Recommending more hardware to purchase 
280 Servicing students who are driving great distances to take classes 
290 Serving students, not wanting a degree, who drop in for classes 
300 Serving students who want knowledge to move ahead in their career 
310 Serving the demanding, "instant gratification" seeking student 
320 Serving the niche-focused, single objective seeking student 
330 Taking students to state and national meetings 

(table continues) 
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Table 4 (continued) 

Description of Teaching Responsibility 
34. Teaching dual enrollment high school classes 
35. Teaching interactive classes 
36. Teaching many different classes each semester 
37. Teaching on-line courses 
38. Teaching students who have different learning styles 
39. Teaching students who have limited managerial abilities 
40. Traveling to the student versus bringing the student to us 
41. Traveling other campuses to teach 

Table 5 

Ten Administrative Responsibilities Deleted by the Pilot Committee 

Administrative Responsibility 
1. Creating yearly budget 
2. Dismissing students from program 
3. Evaluating full-time faculty 
4. Handling disciplinary problems 
5. Providing leadership to state educator's group 
6. Purchasing expensive equipment 
7. Revising and changing curriculum as necessary 
8. Supplying student populations with updated technology 
9. Taking equipment needs forward 
10. Working with faculty suggestions 

Table 6 

Thirty General Roles and Responsibilities Deleted by the Pilot Committee 

General Role or Responsibility 
1. Applying critical thinking and analytical abilities 
2. Attending meetings 
3. Attracting new, clean industry to Florida 
4. Bringing my work experience to the classroom 
5. Creating personal development plan 
6. Dealing with interruptions 
7. Heading up a program that might not exist in five years 
8. Keeping current with what is going on in business 
9. Leading a program that changes every three years 

(table continues) 
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Table 6 (continued) 

General Role or Responsibility 
10. Maintaining a proactive position 
11. Providing leadership to a program culminating in an Associate in Science Degree 
12. Putting your job on the line if your program doesn't go 
13. Reading to keep current and up to date 
14. Realizing that fewer people want the position of ASDDC 
15. Realizing that the job is undoable 
16. Realizing that the market will take care of a bad product 
17. Receiving more monetary compensation for the position 
18. Reinstating formal title of "faculty department chair" 
19. Seeing and dealing with patients 
20. Serving as chairperson 
21. Transitioning into department chair 
22. Undergoing cultural change 
23. Understanding squeezing from both sides- administration and faculty 
24. Understanding balance in the institution 
25. Understanding the "changing of the guard" 
26. Watching the institution get better at what it does 
27. Working in institutions that have wonderful equipment 
28. Working in institutions that have wonderful physical plants 
29. Working for many different administrators 
30. Working with egos 

Emerged Categories of the Roles and Responsibilities of the ASDDC 

An additional coding process was completed after the pilot committee reviewed 

the original finite list and reduced the original list to 123 roles and responsibilities. The 

roles and responsibilities were categorized into descriptive, defining summary categories 

of the roles and responsibilities of the ASDDC. 

Nine categories emerged with each of the 123 roles and responsibilities on the 

finite list classified into its appropriate category. Nine categories of roles and 

responsibilities of the ASDDCs emerged: The community college, program, professions, 

students, clerical responsibilities, hiring/supervising, leadership, training needed by the 
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ASSDC and technology. The 123 roles and responsibilities organized by emerged 

categories can be found in Appendix D. 

8 
8 

Figure 2. The Nine Emerged Categories of the roles/ responsibilities of the Associate in 

Science Degree department chair. 

The identified finite list of 123 roles and responsibilities of the ASDDC was used 

to create a Likert- type questionnaire needed to complete the Delphi study. The 

following table illustrates the heading of Questionnaire I used in Round Two of the study. 
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Table 7 

Heading and Directions of Questionnaire I, Round Two 

How Is the Listed Role/Responsibility of the ASDDC Changing? 

Instructions: Indicate the degree of change to the following roles and 
responsibilities of the Associate in Science Degree Department Chair 
(ASDDC) by placing an X in the response box on at the end of each 
role/responsibility line. To build speed, use the mouse with your right hand 
to point and place the X with your left hand (reverse if left-handed). 

The change in the levels of roles and responsibilities of the ASDDC are: 
5 Change is tremendous 
4 Changing rapidly 
3 Changing 
2 Changing slowly 
1 Change is insignificant 
0 No Comment/No Answer 
For your convenience this listing has been inserted at the top of each page. 

Example: 

5 =Change is tremendous 4 =Changing rapidly 3 =Changing 
2 =Changing slowly 1 =Change is insignificant 
0 = No Comment/No Answer 

1 E Shopping at Publix 
2 E Swimming in the Atlantic Ocean 

5 4 3 2 1 0 

X 

X 

A complete copy of Questionnaire I is included in the Appendixes. The pilot 

committee indicated that the length of time to complete the questionnaire was in the area 

of 45 minutes, a time frame they considered reasonable for the panel of ASDDCs. To 

facilitate speed in completing the questionnaire directions included a "technology tip" 

helping the participants move quickly through the questionnaire as they inserted their 

responses. The design of the questionnaire completed the first phase of the study. 
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Questionnaire I Round Two 

The interviewed ASDDCs in Round One were the panel of experts required for a 

Delphi study. The Delphi technique was suitable for this study because it was impossible 

to gather the ASDDCs together in a face to face discussion asking them how the 

identified roles and responsibilities of the job they hold are changing, identifying 

influencers of change, and their perceived need for training. 

Another advantage of using Delphi is the anonymity it provides and the avoidance 

of potentially destructive group dynamics. Technology was used to complete the final 

two rounds of Delphi preserving anonymity and also saving time of the elite ASDDCs 

encouraging them to continue with the study. The method used to determine final 

consensus by carrying information from a loosely structured Round One into a more 

structured Round Two and then Round Three is consistent with the Delphi literature. 

Considerable latitude exists in the Delphi Method in the establishment of criteria for both 

inclusion of items from round to round and in determining final consensus. 

Criteria for Consensus 

Because it is recommended that to avoid researcher subjectivity, assignments of 

criteria for intermediate and final consensus be defined at the beginning of a Delphi 

study, the researcher decided before starting Round Two and Round Three, that final 

consensus of the chairs would be considered as obtained for any given role/responsibility 

when the mean was 2.5 or higher (indicating the role/ responsibility is changing, 

changing rapidly or changing tremendously) and 50 percent of the population was in 

agreement. 
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However, Round Two responses of a mean of 1.51 or higher (indicating changing 

slowly) were carried into the third round giving the response a second chance. Therefore 

all roles/responsibilities with a mean of 1.51 or higher were listed on the second 

questionnaire of Round Three. Again, consensus of change of the role/responsibility was 

reached in the final Round Three of the study when the mean of the stated 

role/responsibility was 2.5 or higher. 

Electronic Distribution of Round Two and Round Three 

Distribution of the questionnaires and data collection during Rounds Two and 

Three was totally electronic. Individual e-mails were sent to the study participants with 

attachments of the questionnaire. Space was provided for comments at the end of the 

Round Two and Round Three questionnaires. 

The study participants were asked to complete their questionnaire, save the 

questionnaire with their responses and return it to the researcher electronically. Phone 

calls were made to the study participants notifying them that the questionnaire had been 

sent with a request to return the questionnaire via e-mail. A receipt of each e-mail was 

requested by the researcher through Microsoft Outlook. Copies of thee-mailed cover 

letters and questionnaire I and II are located in Appendixes. To provide the privacy of 

the ASDDCs and protect the anonymity of their responses, the researcher's computer was 

password protected with access to the researcher's mail box also password protected. No 

one could access the returns but the researcher. See Appendix E cover letter sent to 

ASDDCs and Questionnaire I. 
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Returns of Questionnaire I, Round Two 

Thirteen (69.4 percent) ASDDCs responded in Round Two by returning 

Questionnaire I. Eight questionnaires (80 percent) were returned by high tech ASDDCs; 

five questionnaires (55.5 percent) were returned by the high touch ASDDCs. The 

following table summarizes the response rate, Round Two, Questionnaire I of ASDDCs 

participating in the study. 

Table 8 

ASDDC Responses Questionnaire I, Round Two 

Round Two 
Associate in Science Degree Number Number Percentage 
Department Chairs emailed returned returned 

N=19 19 13 68.42% 

Table 9 

High Tech/High Touch ASDDC Responses Questionnaire I Round Two 

Round 
Two 

High tech 

High touch 

Number of Number of questionnaires 
questionnaires emailed returned 

10 8 

9 5 

Cumulative 
Percent of 
Stud 

84.21% 

Percent 
returned 

80.00% 

55.50% 

A summary matrix was created summarizing Round Two questionnaire returns by 

calculating mean, median, mode and standard deviation for researcher review. 

See Appendix G, Matrix I Response Round Two. 
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Roles/Responsibilities Identified as "not changing" in Round Two, Deleted in Round 

Three 

Seventeen roles/responsibilities did not reach consensus of change in Round Two 

(mean < 1.5), were therefore deleted and not carried into Round Three. The deleted 17 

roles/responsibilities in Round Two Questionnaire I are summarized in the following 

table. 

Table 10 

Roles/Responsibilities of the ASDDC Deleted and not Carried into Round Three Due to 

Mean <1.50 Indicating Change is Insignificant N=17, 13.8% Deleted 

Role/Responsibility 
1. Dealing with foreign trained people 
2. Getting people paid 
3. Meeting with publisher's representatives 
4. Providing educational leadership to an unregulated profession needing 

regulation 
5. Recommending purchases for the library 
6. Responsible for OSHA Standards 
7. Reviewing activities of Florida State Professional Boards 
8. Reviewing student performances on state professional examinations 
9. Utilizing job titles from Florida Community College Curriculum 

Frameworks 
10. Working with Florida state "FCAT" examination for community colleges 
11. Attending industry managerial training 
12. Dealing with changing job title(s) 
13. Joining community groups 
14. Pursuing advanced degrees 
15. Putting on workshops 
16. Working to get own regulatory board 
17. Writing proposals to state boards 

Mean 
1.23 
1.38 
1.46 
.85 

1.15 
1.31 
1.15 
1.46 
1.38 

.54 
1.15 
1.38 
1.38 
1.15 
1.15 
.92 
.92 

Examining the two categories of division of the roles and responsibilities on 

Questionnaire I, Professional Development and Leadership and Program Leadership and 

Development, reveals that seven listings were from the Professional Development and 

Leadership category and 10 from Program Leadership and Development. 
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Table 11 

Questionnaire I Round Two, Questionnaire Categories, Numbers and Percentages of 

Deleted Roles/Responsibilities Due to Mean <1.50 

Program Deleted Percentage Professional Deleted Roles/ Percentage 
Leadership Roles/ Deleted Roles/ Development Responsibilities Deleted Roles/ 
& Responsibilities Responsibilities & Leadership Responsibilities 
Development (mean<l.50) N=25 
N=98 

98 10 10.20% 25 7 28.00% 

Questionnaire II Round Three 

In Round Three, each ASDDC received an individualized Questionnaire II 

summarizing their personal responses on their first questionnaire. The questionnaire 

indicated with a "G" inserted into the appropriate numerical column, the group mean 

(rounded to nearest whole number) of each listed role/responsibility. 

The individual Associate in Science response to the role/responsibility was 

indicated by an "X" placed in the appropriate numbered box. Directions indicated that 

after reviewing the group response and comparing it with their personal response, if the 

chair decided to change their response they were to place an "*" in the numerical box of 

their new choice. 

Table 12 summarizes the heading of Questionnaire II used in Round Three of this 

Delphi study. Again, a technology tip was included to help the expert panel of ASDDCs 

move through the questionnaire quickly. 
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Table 12 

Questionnaire II Round Three Heading Individualized for Each Study Participant 

How Is the Listed Role/Responsibility of the ASDDC Changing? Questionnaire II 

Instructions: In Questionnaire I you responded to the question "How is the listed 
role/responsibility of the Associate in Science Degree Department Changing?" The 
levels of change in the roles and responsibilities of the ASDDC in both Questionnaire I 
and this questionnaire are described as: 

5 Change is tremendous 
4 = Changing rapidly 
3 Changing 
2 Changing slowly 
1 Change is insignificant 
0 No Comment/No Answer 

On the following questionnaire, your response on Questionnaire I is identified by X; 
the group response by G. After reviewing your response and comparing it to the group 
response, you may want to change your response. If so insert a *(star) in the numbered 
box that you want to change your response to. If you do not desire to change your 
response do nothing. 

Please remember to save your responses before returning the questionnaire via e-mail. 
There is a place at the end of this questionnaire where you are invited to make 
comments. Thank you again for your continued participation in this study. 

5=Change is tremendous 4 =Changing rapidly 3=Changing 
2=Changing slowly 1= Change is insignificant O=No Comment/No Answer 
Your response was X; group response was G 
Use *(star) if you desire to change your response 
1 E Shopping at Publix (After comparing your response to the group response you 

Decided to change your response to 3) 

2 E Swimming in the Atlantic Ocean (After comparing your response to the group 
Response you decided not to change your response) 

5 4 3 2 

G * X 

G X 

The expert panel of ASDDCs was invited to add comments at the end of the 

questionnaire. Again, the ASDDCs were asked to return Questionnaire II electronically 

to the researcher. After three weeks phone calls were made to non-returns that could be 

reached to encourage continued participation in the study. 
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Nine ASDDCs returned questionnaire II completing Round Three of Delphi. Of 

the nine ASDDCs returning questionnaire II, six were chairs of high tech programs; three 

were chairs of high touch programs. Tables 11 and 12 below summarize the responses to 

Questionnaire I, Round Two, and Questionnaire II, Round Three. 

Table 13 

Responses of ASDDCs Round One, Round Two, and Round Three 

Associate in Science 
Percentage Percentage 

Degree Number Number Number 
Participation Participation 

Department Chairs interviewed emailed returned 
for Round (Total) 

N=19 

Round One, face-to-
19 100% 100% 

face interviews 

Round Two, 
19 13 68.42% 68.42% 

Questionnaire I 

Round Three, 
13 9 69.23% 47.37% 

Questionnaire II 

Table 14 

Responses of High Tech ASDDCs and High touch ASDDCs Round Two and 

Round Three 

High Tech ASDDC N=lO High touch ASDDC N=9 

Percent 
Percent 

Number Number Percent Number Number Percent Returned 
emailed Returned Returned 

(Total 
e-mailed Returned Returned (Total 

Group) 
Group) 

N=lO 
N=9 

Round 10 8 80.00% 80.00% 9 5 55.55% 55.55% 
Two 
Round 8 6 75.00% 60.00% 6 3 50.00% 33.33% 
Three 
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Return of Questionnaire II and Completion of Round Three 

After Round Three was completed and all questionnaires returned to the researcher, 

calculations of the mean, median, mode and standard deviation were completed of each 

role and responsibility. See Appendix G Matrix Questionnaire II. Following the 

established consensus of change as a mean >2.5 final tabulations were completed and the 

level of consensus of change of each of the Round Three 106 roles/responsibilities was 

determined for the group of ASDDCs and the two sub groups of high tech ASDDCs and 

high touch ASDDCs. 

Although the returns are in the boundaries of acceptable Delphi returns, the return of 

questionnaires might be construed as low. Some things to consider when evaluating the 

return of questionnaires by the population of the sample need to be considered. 

Timing of the Study 

One hundred percent of the sample experienced some form of hurricane trauma 

during Round Two and Round Three of the study. The return schedules for the 

questionnaires were extended and flexible; the time of return was extended by two weeks 

and one return was completed verbally by personal conversation. 

The final round of Delphi was sent out during early fall semester, late August 

2004, to one of the community colleges participating in the study. During the planned 

time for the chairs to complete the Delphi scales and return to the researcher, a hurricane 

hit the college ' s service area. During early September 2004, the first round of Delphi was 

sent to the second participating community college. During the planned time for the 

chairs to complete the Delphi scales and return the service area of the college was 
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devastated by one hurricane and within three weeks by a second hurricane. Returns of the 

second round were during the rebuilding process after the hurricanes. 

A goal of the community colleges during the disasters was to retain students in 

classes and programs. The ASDDCs played an important role in doing this; many were 

putting in many extra hours of work with the goal of retaining students enrolled in their 

programs. 

It should be mentioned that some members of the sample were living without 

electricity during the collection period; others had totally lost their houses and were 

moving into temporary lodging. The disasters had an impact on the number of returns of 

the Delphi questionnaires. 

A community college president, described the events and how one community 

college dealt with the storms, "In the Eye of the Storm" (Current, Winter, 2004 ). See 

Appendix I. 

Computer virus fears. A second factor that might have discouraged returns was 

the presence of the attachment on an email. Because of viruses and worms, some study 

participants might have routinely deleted the email without perusing its purpose. Follow 

up phone calls might not have sufficed calming the computer virus fears. 

Differences between high tech and high touch returns. The high tech ASDDCs 

return rate was much higher in both rounds than the high touch ASDDCs return rate. In 

Round Two 80 percent of the high tech ASDDCs returned questionnaires versus a 55.55 

percent return rate of the high touch ASDDCs. Round Three, using Questionnaire II, had 

a return rate of questionnaires by the high tech ASDDCs of 75 percent, and a return rate 

of 50 percent by the high touch ASDDCs. 
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The differences in return rates could have been due to the comfort level of the 

high tech ASDDCs in working with email attachments, saving information, and returning 

an attachment. The high touch ASDDCs might not have felt as comfortable working 

with attachments. Therefore, the return levels of the subgroup high touch ASDDCs were 

lower. 

The group of ASDDCs is an elite sample. The group of ASDDCs was performing 

like an elite sample. An elite sample responds well to inquiries about broad areas of 

content and to a high proportion of intelligent, provocative, open-ended questions. 

Questionnaires I and Questionnaire II were structured questionnaires that may have been 

perceived as too time consuming to complete. One high tech ASDDC when engaged in 

conversation verbally replied, 

"I expressed my feelings on the first questionnaire. I don't care what the group 

said. I have nothing to change on the second questionnaire." Another high tech ASDDC 

said in writing at the end of Questionnaire II that after reading through the questionnaire 

again and reviewing the group responses there was no need to change any answers. The 

high tech ASDDC said some personal responses were skewed from the group, but the 

ASDDC did not see any problem responding differently from the group. 

Consensus in the Nine Emerged Categories 

After the mean of each role/responsibility and the means of the group of ASDDCs 

and the subgroups of high tech ASDDCs and high touch ASDDCs were calculated, the 

roles and responsibilities reaching consensus of change (mean >2.5) were organized into 

the emerged nine categories of roles and responsibilities: The community college, 
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programs, professions, students, clerical responsibilities, hiring/supervising, leadership, 

training, and technology. 

To determine which categories of the roles/responsibilities reached consensus of 

change, calculations were completed of the mean of each emerged category group. high 

tech ASDDCs and high touch ASDDC subgroups were compared to determine 

differences between the two subgroups of the study in reaching consensus of change in 

all roles and responsibilities and among each of the nine emerged categories. 

A t-test was completed of results using the computer program SPSS seeking 

statistical significance between the groups of high tech ASDDCs and high touch 

ASDDCs. This chapter continues with a summary of the findings. 

Findings of the Study 

This modified Delphi study in three rounds investigated a community college 

leader, the ASDDC, by identifying, describing and then seeking consensus among the 

sample of ASDDCs, their changing roles and responsibilities, the current and future 

influencers of change and their need for training. Completing personalized interviews of 

19 ASDDCs and coding of the interviews created a finite list of 204 roles and 

responsibilities of the position of ASDDC. After review of the list by the pilot 

committee, 81 of the roles and responsibilities were deleted. 

The new finite list of 123 roles and responsibilities of the ASDDC was examined 

for categories of roles and responsibilities. Nine categories emerged: The community 

college, programs, professions, students, clerical responsibilities, hiring/supervising, 

leadership, training needed by the ASDDC, and technology. Emerged categories were 

used only for analysis purposes; not for questionnaire design. 
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The 123 roles and responsibilities of the finite list were used to design the 

questionnaire used in Round Two and Round Three of the modified Delphi study. Prior 

to distribution of the questionnaires in Round Two and Round Three establishment of the 

criteria for consensus of change of the listed role/responsibilities was established as 2.50, 

with a second chance given to roles/responsibilities in Round Two that achieved a mean 

between 1.50 and 2.49, with 50 percent of the sample reaching consensus. 

After completion of the two rounds of distributing Questionnaire I and then 

Questionnaire II, final means were calculated for each role and responsibility by group, 

the subgroup of high tech chairs and the subgroup of high touch chairs. Additional 

calculations were completed examining the range of means of roles/responsibilities, 

ranking high to low, and the means of the nine emerged categories of the ASDDCs. The 

following summarizes the results of the study. 

One-hundred-twenty-three roles and responsibilities of the ASDDC were 

examined through the completion of two rounds of Delphi. The following chart 

summarizes the consensus of change through the two rounds listing the means of 

responses to the question "How is the listed role/responsibility of the ASDDC changing?" 

identified by Questionnaire I, Round Two, and Questionnaire II, Round Three. 
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Table 15 

Means Comparisons Indicating Consensus of Change of the Roles/Responsibilities of the 

ASDDC Round Two and Round Three of Delphi 

# Role/Res2onsibility Ql Q2 
1 Accepting increased responsibilities 3.46 3.78 ** 
2 Accomplishing the goals of the institution 3.00 3.28 ** 
3 Administering programs more and teaching less 3.23 3.78 ** 
4 Advisory committee responsibilities 2.85 3.00 ** 
5 Answering calls in phone mailbox 3.46 3.78 ** 
6 Attending high school career fairs 2.00 1.89 
7 Being involved with SACS accreditation and other 2.62 2.78 ** 

responsibilities 
8 Building a group of leaders 2.85 3.00 ** 
9 Certifying faculty 2.46 2.44 ** 
10 Changing what we did five years ago 4.15 4.56 ** 
11 Changing technology to meet needs 4.62 4.89 ** 
12 Collaborating with other disciplines and departments 2.62 3.00 ** 
13 Communicating with faculty 2.62 2.78 ** 
14 Completing more jobs that are pushed down by lower levels 3.23 3.44 ** 

of administration 
15 Completing self-studies 2.69 2.78 ** 
16 Completing yearly reports to send to accrediting agencies 2.46 2.22 
17 Consolidating programs and/or phasing out programs when 2.08 2.67 ** 

enrollments drop 
18 Coordinating more than one program 2.85 2.89 ** 
19 Creating rules and regulations for the department 2.62 2.67 ** 
20 Creating teaching schedules 3.08 3.22 ** 
21 Creating web sites 3.46 3.56 ** 
22 Dealing with Florida's structured community college 2.23 2.33 

curriculum frameworks 
23 Dealing with foreign trained people 1.23 
24 Dealing with issues arising due to the influx of private 2.23 2.11 

schools offering programs 
25 Dealing with semi-autonomous campuses that are becoming 2.92 2.89 ** 

autonomous 
26 Dealing with the actual content of the courses in the program 3.15 3.56 ** 
27 Depending on distance learning 2.92 3.44 ** 
28 Developing coursework that meets the needs of the current 3.38 3.89 ** 

business environment 
(table continues) 
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Table 15 (continued) 

# Role/Res12onsibility Ql Q2 
29 Doing something that someone else doesn't want to do or is 2.92 3.56 ** 

unable to do anymore 
30 Encouraging faculty to become involved 2.69 3.00 ** 
31 Encouraging potential chairs to take an ownership role 1.69 2.22 
32 Enjoying the position of ASSDC 2.08 1.78 
33 Evaluating progress of the program(s) 2.69 3.11 ** 
34 Fulfilling responsibilities of SPOL (Strategic Planning on 2.54 3.22 ** 

Line) 
35 Full-time faculty member teaching load 2.08 2.56 ** 
36 Getting materials here on time for people 2.08 2.44 
37 Getting people paid 1.38 
38 Giving each other support in department 2.00 2.00 
39 Handling accountability requirements 2.54 2.89 ** 
40 Handling tremendous growth 2.77 2.78 ** 
41 Helping new faculty transition in from industry 2.00 2.11 
42 Helping with registration of students 2.38 2.67 ** 
43 Hiring adjunct instructors 3.00 3.44 ** 
44 Holding adjunct faculty meetings 1.69 2.00 
45 Incorporating 4-year degrees into department 1.54 1.67 
46 Integrating concept of performance based budgeting into 2.31 2.67 ** 

department 
47 Interviewing and hiring staff members 2.08 2.11 
48 Interviewing new full-time faculty 2.31 2.56 ** 
49 Learning on the job 3.00 3.44 ** 
50 Maintaining inventory of equipment 2.23 2.56 ** 
51 Maintaining positive relationship with local university 2.00 2.22 
52 Making sure the campuses have classes they need in the 2.62 2.89 ** 

sequence they need them 
53 Managing people 2.85 3.11 ** 
54 Marketing program(s) 3.23 3.33 ** 
55 Meeting three or four times a year to plan 2.15 2.56 ** 
56 Meeting with publishers ' representatives 1.46 
57 Mentoring people and building relationships 2.31 2.67 ** 
58 Ordering supplies 2.15 2.11 
59 Performing secretarial duties 2.54 3.00 ** 
60 Positioning the college for the future 3.00 3.44 ** 
61 Prioritizing what needs to be done 3.23 3.67 ** 
62 Protecting academic freedom 1.92 1.78 
63 Providing CEUs for licensed Erofessionals 1.62 1.56 

(table continues) 
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Table 15 (continued) 

# Role/Res2onsibilit_y Ql Q2 
64 Providing educational leadership to an unregulated .85 

profession needing regulation 
65 Providing input into college affairs 2.15 2.22 
66 Recommending audio visual purchases 1.62 1.89 
67 Recommending changing college organizational structure 2.00 2.11 
68 Recommending purchases for the library 1.15 
69 Recruiting and interviewing students for the program 2.69 3.00 ** 
70 Responding to e-mails 3.31 3.78 ** 
71 Responsible for classes making 2.77 3.33 ** 
72 Responsible for OSHA standards 1.31 
73 Retaining students in classes 3.15 3.67 ** 
74 Retaining students in program 3.15 3.67 ** 
75 Reviewing activities of Florida State Professional Boards 1.15 
76 Reviewing job titles 1.62 1.56 
77 Reviewing student evaluations of faculty 2.08 2.33 
78 Reviewing student performances on state professional 1.46 

examinations 
79 Reviewing transfer credit for students seeking degree 2.38 2.89 ** 
80 Scheduling classes at non-traditional times for student 2.92 3.89 ** 

convenience 
81 Selecting and ordering textbooks 2.46 2.89 ** 
82 Serving on committees 1.54 1.33 
83 Supervising adjunct instructors 2.69 2.78 ** 
84 Supplying student population with updated technology 3.15 3.56 ** 
85 Undergoing climate change in the institution 2.77 3.33 ** 
86 Understanding how evaluation of the chair is completed 1.54 1.67 
87 Understanding how funding works 2.08 2.11 
88 Understanding how people do their jobs 1.85 1.89 
89 Understanding liability 2.08 2.33 
90 Understanding what the department chair does 2.23 2.44 
91 Updating college catalog 2.46 2.56 ** 
92 Updating or creating handbook(s) of program(s) 2.31 2.56 ** 
93 Using abilities from owning/working in a business 1.54 2.11 
94 Incorporating job titles from Florida Community College 1.38 

Curriculum Frameworks into the program(s) 
95 Working with local professional organizations 2.31 2.56 ** 
96 Working with Florida state "FCAT" examination for .54 

communit~ colleges 
(table continues) 
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Table 15 (continued) 

# Role/Res2onsibility Ql Q2 
97 Working with non-paid professionals who work with .92 1.44 

students 
98 Working with off campus sites for training and internships of 2.54 2.78 ** 

students 
99 Attending conferences 1.92 2.00 
100 Attending industry managerial training 1.15 ° 

101 Attending meetings of professional area concerns 2.31 2.56 ** 
102 Creating personal development plan 2.23 2.44 
103 Dealing with changing job title(s) 1.38 
104 Dealing with shortage of employees for the professional 2.23 2.56 ** 

areas 
105 Dealing with state political issues 1.85 2.44 
106 Dealing with the burnout factor 2.46 3.11 ** 
107 Dealing with the impact of world economics on business 1.62 1.78 
108 Improving time management skills 2.54 2.67 ** 
109 Joining community groups 1.38 
110 Keeping abreast of targeting occupations 2.54 2.78 ** 
111 Maintaining feeling of community 2.31 2.56 ** 
112 Maintaining professional license 1.92 2.22 
113 Meeting accreditation/licensing requirements of professional 1.85 1.67 

area 
114 Pursuing additional certifications 1.69 2.22 
115 Pursuing advanced degrees 1.15 
116 Putting on workshops 1.15 
117 Retraining to upgrade personal skills 2.54 3.11 ** 
118 Setting up goals 2.77 2.89 ** 
119 Striving to change 2.85 2.89 ** 
120 Training needed in handling people 1.77 2.22 
121 Training needed in leading people and developing people 2 2.33 

skills 
122 Working to get own regulatory board .92 
123 Writing _Qro_Qosals to state board .92 

**indicates consensus of change reached 

Summary of Consensus of Change of Roles and Responsibilities of the ASDDCs 

Questionnaire I Round Two 

Consensus of change using Questionnaire I in Round Two was found by the 

group in 50 of the 123 listed roles/responsibilities. However, it had earlier been decided 
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that a second chance would be given to those roles and responsibilities that had achieved 

a mean of 1.50- 2.49, indicating that the roles/responsibility was changing slowly. Fifty-

six roles and responsibilities achieved a mean between 1.50 and 2.49. Consequently 106 

roles and responsibilities were carried into Round Three and listed on Questionnaire II. 

Table 16 summarizes the number and percentages of roles and responsibilities that 

achieved consensus of change, or a "second chance" in Round Two, carried into Round 

Three and listed on Questionnaire II. 

Table 16 

Number and Percentage of ASDDCs Achieving Consensus of Change in 

Roles/Responsibilities, (mean>2.50) on Questionnaire I, 

Round Two Including Second Chance Roles/Responsibilities (mean 1.50- 2.49) 

Second Percentage 
Percentage 

Chance Number 
Carried 

Carried 
Achieving 

Roles/Responsibilities 
Mean Mean 

into 
into 

Consensus of 
ofASDDC 

1.50- >2.50 
Round 

Round 
change 

2.49 
Three 

Three 
(Mean>2.50) 
Round Two 

Round II n=123 56 50 106 86.18% N=50 
47.17% 

The distribution and return of Questionnaire II during Round Three completed the 

collection of data for this research. In Round Three the consensus of change of the 

role/responsibility was reached when the mean reached 2.5 or higher and 50 percent of 

the group was in agreement. The group of ASDDCs achieved consensus of change in 67 

roles and responsibilities or 63.21 percent of the total list of 106 roles and 
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responsibilities. The following summarizes the results of Round Two using Questionnaire 

I and Round Three using Questionnaire IT. 

Table 17 

Number and Percentage of ASDDCs Achieving Consensus of Change in 

Roles/Responsibilities (mean>2.50) Round Two and Round Three Including Second 

Chance Roles/Responsibilities (mean 1.50- 2.49) Round Two 

Second 
Number 

Carried 
Percentage 

Roles/Responsibilities of Chance into 
Mean Achieving 

ASDDC Mean 1.5 next 
-2.49 

>2.5 
Round 

Consensus(Mean>2.5) 

Round IT(Questionnaire 1) 56 50 106 N= 50 47.17% 
n=123 
Round Ill(Questionnaire 67 N=67 63.21% 
IT) n=106 

Summarizing Means High to Low 

A summary table was created rank ordering the roles and responsibilities by mean 

and noting its category. Fifteen (14.15 percent) of group responses to 

roles/responsibilities had a mean of 3.5 or above indicating consensus of the group that 

tremendous or rapid change was occurring of the role/responsibility. 

The 15 highest rated roles and responsibilities with name, mean and category of 

the roles/ responsibilities are summarized below. A chart listing rank ordered by mean 

and noting category of all106 roles and responsibilities with point of consensus of 

change noted can be found in the Appendixes. 
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Table 18 

The 15 Most Rapidly Changing Roles/ Responsibilities of the ASDDC Rank Ordered 

Mean >3.5, 14.5 Percent of Total Group of 106 Roles/Responsibilities 

Role/responsibility Mean Category 
1. Changing technology to meet needs 4.89 Technology 
2. Changing what we did five years ago 4.56 Community 

College 
3. Developing coursework that meets the needs of the 3.89 Profession 

current business environment 
4. Scheduling classes at non-traditional times for 3.89 Students 

student convenience 
5. Accepting increased responsibilities 3.78 Community 

College 
6. Administering programs more and teaching less 3.78 Programs 
7. Answering calls in phone mailbox 3.78 Clerical 
8. Responding to e-mail 3.78 Programs 
9. Retaining students in program 3.67 Students 
10. Retaining students in classes 3.67 Students 
11. Prioritizing what needs to be done 3.67 Leadership 
12. Doing something that someone else doesn' t want to 3.58 Community 

do or is unable to do College 
13. Supplying student population with updated 3.56 Technology 

technology 
14. Creating websites 3.56 Technology 
15. Dealing with the actual content of the courses in the 3.56 Program 

program 

Emerged Categories 

The roles and responsibilities (67) reaching consensus of change were reorganized 

into the nine emerged categories Roles and responsibilities reaching consensus of 

change were listed from high to low within the categories and a mean calculated for each 

category. The group of ASDDCs reached consensus of change in all categories. The 

high tech sub-group of ASDDCs reached consensus of change in all nine categories with 
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the exception of professions. The high touch sub-group of ASDDCs reached consensus of 

change in all nine categories. 

Table 19 

Emerged Categories of Roles and Responsibilities of ASDDCs Ranking Group and 

Subgroups of High Tech ASDDCs and High Touch ASDDCs by Mean of Categories 

Category Mean of group Mean of high tech Mean of high touch 
(N=9) ASDDCs ASDDCs ASDDCs 

1. Technology 3.89 3.79 4.00 
2. Programs 3.20 2.82 3.95 
3. Community 3.17 2.88 3.60 

college 
4. Students 3.14 2.69 4.04 
5. Professions 3.00 2.72 3.56 
6. Hiring/Supervision 3.00 2.50 4.00 
7. Leadership 2.97 2.72 3.49 
8. Clerical 2.89 2.55 3.56 
9. Training 2.78 2.61 3.11 

Consensus of Change by Categories 

The category reaching the highest consensus of change by mean was technology 

with a group mean of 4.89, a high tech mean of 4.83 and a high touch mean of 5.00. The 

technology roles and responsibilities that reached consensus of change were: Changing 

technology to meet needs, supplying student population with updated technology, 

creating website and depending on distance learning. 
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Table 20 

Technology Category of Roles and Responsibilities Listed by Means of Group of 

ASDDCs and Subgroups of High Tech and High Touch 

Technology 
Question Group High Tech High Touch 
Number Means Means Means 

1. Changing #11 4.89 4.83 5.00 
technology to meet 
needs 

2. Supplying student #76 3.56 3.33 4.00 
population with 
updated technology 

3. Creating websites #21 3.56 3.50 3.67 
4. Depending on #26 3.44 3.50 3.33 

distance learning 
Means of groups 3.89 3.79 4.00 

100% 100% 100% 
achieved achieved achieved 
consensus of consensus of consensus of 
change change change 

Following technology, the programs category ranked second in consensus of 

change with a mean of 3.19. The roles and responsibilities by ranking of mean high to 

low were: Administering programs more and teaching less, responding to email, dealing 

with the actual content of the courses in the program, marketing programs, responsible 

for classes making, fulfilling responsibilities of Strategic Planning on Line, evaluating 

progress of the program, advisory committee responsibilities, coordinating more than one 

program, making sure the campuses have classes they need in the sequence they need 

them, completing self studies and creating rules and regulations for the department. Both 

high tech and high touch ASDDCs reached consensus of change. 
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Table 21 

Programs Category of Roles and Responsibilities Listed by Means of Group of ASDDCs 

and Subgroups of High Tech and High Touch 

Programs 
Question Group High Tech High touch 
Number Means Means Means 

1. Administering #3 3.78 3.67 4.00 
programs more and 
teaching less 

2. Responding to e-mail #65 3.78 3.33 4.67 
3. Dealing with the actual #25 3.56 3.50 4.67 

content of the courses 
in the pro gram 

4. Marketing programs #52 3.33 2.67 4.67 
5. Responsible for classes #66 3.33 3.00 4.00 

making 
6. Fulfilling #33 3.22 2.83 4.00 

responsibilities of 
Strategic Planning on 
Line 

7. Evaluating progress of #32 3.11 2.50 4.33 
the program 

8. Advisory committee #8 3.00 2.83 3.33 
responsibilities 

9. Coordinating more #18 2.89 2.33 4.00 
than one program 

10. Making sure the #50 2.89 2.83 3.00 
campuses have classes 
they need in the 
sequence they need 
them 

11. Completing self #15 2.78 2.17 4.00 
studies 

12. Creating rules and #19 2.67 2.17 3.67 
regulations for the 
department 
Means of groups 3.20 2.82 3.95 

100% 75.00% 100% 
achieved achieved achieved 
consensus of consensus of consensus of 
change change change 
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The third ranking category in consensus of change was community college with a 

mean of 3.17. The roles and responsibilities categorized in community college ranked by 

mean high to low were: Changing what we did five years ago, accepting increased 

responsibilities, doing something that someone else doesn't want to do or is unable to do, 

completing more jobs that are pushed down by lower levels of administration, positioning 

the college for the future, undergoing climate change at the institution, dealing with semi

autonomous campuses that are becoming autonomous, handling accountability 

requirements, accomplishing the goals of the institution, being involved with SACS 

accreditations, handling tremendous growth, keeping abreast of targeted occupations, 

integrating the concept of performance based budgeting, and consolidating programs 

and/or phasing out programs when enrollments drop. 
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Table 22 

Community College Category of Roles and Responsibilities Listed by Means of Group of 

ASDDCs and Subgroups of High Tech and High Touch 

Question Group 
High High 

Community College 
Number Mean 

Tech touch 
Mean Mean 

1. Changing what we did five year ago #10 4.56 4.67 4.33 
2. Accepting increased responsibilities #1 3.78 2.67 4.00 
3. Doing something that someone else #28 3.58 3.33 4.00 

doesn't want to do or is unable to do 
anymore 

4. Completing more jobs that are #14 3.44 3.67 3.00 
pushed down by lower levels of 
administration 

5. Positioning the college for the future #57 3.44 3.33 3.67 
6. Undergoing climate change at the #77 3.33 2.83 4.33 

institution 
7. Dealing with semi-autonomous #24 2.89 2.67 3.33 

campuses that are becoming 
autonomous 

8. Handling accountability #37 2.89 2.50 3.67 
requirements 

9. Accomplishing the goals of the #2 2.78 2.50 3.33 
institution 

10. Being involved with SACS #7 2.78 2.33 3.67 
accreditations 

11. Handling tremendous growth #38 2.78 2.17 4.00 
12. Keeping abreast of targeted #97 2.78 2.67 3.00 

occupations 
13. Integrating concept of Performance #44 2.67 2.17 3.67 

Based Budgeting 
(table continues) 
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Table 22 (continued) 

Community College 
Question 

Group Mean 
High Tech High touch 

Number Mean Mean 
14. Consolidating programs #17 2.67 2.83 2.33 

and/or phasing out 
programs when 
enrollments drop 
Means of groups 

3.17 2.88 3.60 
100% 78.57% 90.90% 
achieved achieved achieved 
consensus consensus consensus 
of change of change of change 

The category of students achieved the fourth highest consensus of change ranking 

with a group mean of 3.14. The high tech group of ASDDCs reached consensus with a 

mean of 2.69, the high touch group of ASDDCs with a mean of 4.04. The roles and 

responsibilities that reached consensus of change were:. Scheduling classes at non-

traditional times for student convenience, retaining students in classes, retaining students 

in program, recruiting and interviewing students for the program, reviewing transfer 

credits for students seeking degrees, working with off campus sites for training and 

internship of students, helping with registration of students and fulfilling responsibilities 

of teaching a full-time faculty load. 
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Table 23 

Students Category of Roles and Responsibilities Listed by Means of Group of ASDDCs 

and Subgroups of High Tech and High Touch 

Students Question Group Mean High Tech High touch 
Number Mean Mean 

1. Scheduling classes at #72 3.89 3.83 4.00 
non-traditional times 
for student 
convenience 

2. Retaining students in #67 3.67 3.33 4.33 
classes 

3. Retaining students in #68 3.67 3.33 4.33 
program 

4. Recruiting and #64 3.00 2.33 4.33 
interviewing students 
for the program 

5. Reviewing transfer #71 2.89 2.17 4.33 
credits for students 
seeking degrees 

6. Working with off #88 2.78 2.50 3.33 
campus sites for 
training and 
internships 

7. Helping with #40 2.67 1.67 4.67 
registration of students 

8. Fulfilling #34 2.56 2.33 3.00 
responsibilities of 
teaching a full-time 
faculty load 
Means 3.14 2.69 4.04 

!00% 50.00% 100% 
achieved achieved achieved 
consensus of consensus of consensus of 
change change change 

Profession was the category that was ranked fifth in achieving consensus of 

change with a group mean of 3.00. The high tech group mean was 2.72. Due to only 

33.33 percent of the roles and responsibilities achieving consensus in the high tech 
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subgroup, consensus was not reached in the professions category by the high tech 

ASDDCs. However, with a sub-group mean of 3.56 and 100 percent consensus of 

change in all roles and responsibilities consensus of change was reached by the high 

touch subgroup of the professions category. 

Table 24 

Professions Category of Roles and Responsibilities Listed by Means of Group of 

ASDDCs and Subgroups of High Tech ASDDCs and High Touch ASDDCs 

Professions 
Role/ 

Group mean 
High tech High touch 

res2onsibilit~ mean mean 
1. Developing #27 3.89 3.83 4.00 

coursework that 
meets the needs of 
the current business 
environment 

2. Working with local #86 2.56 2.33 3.00 
professional 
organizations 

3. Dealing with #92 2.56 2.00 3.67 
shortage of 
employees for 
professional area 
Means 3.00 2.72 3.56 

100% NO 100% 
achieved CONSENSUS achieved 
consensus of consensus of 
change change 

Hiring and supervising was the category that ranked 6th with a group mean of 

3.00; a subgroup high tech mean of 2.50 and a subgroup high touch mean of 4.00. The 

high tech subgroup achieved only 50 percent of consensus of change in the roles and 

responsibilities; high touch subgroup achieved 100 percent consensus of change. 
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Table 25 

Hiring/Supervising Category of Roles and Responsibilities Listed by Means of Group of 

ASDDCs and Subgroups of High Tech and High Touch 

Hiring/Supervising 
Role/ 

Group mean 
High tech High touch 

res2onsibilit~ mean mean 
1. Hiring adjunct #41 3.44 2.83 4.67 

instructors 
2 .. Creating teaching #20 3.22 3.00 3.67 

schedules 
3 .. Supervising adjunct #75 2.78 2.00 4.33 

instructors 
4 .. Interviewing new #46 2.56 2.17 3.33 

full-time faculty 
Category 3.00 2.50 4.00 

Means 

100% 50.00% 100% 
achieved achieved achieved 

consensus of consensus of consensus of 
change change change 

Leadership ranked seventh among the nine categories. A group mean of 2.97 

achieved consensus of change. The subgroup high tech achieved a 69.23 percent 

consensus of change in the category with a mean of 2.72. The subgroup high touch 

achieved a 100 percent consensus of change in the category of leadership. 
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Table 26 

Leadership Category of Roles and Responsibilities Listed by Means of Group of ASDDCs 

and Subgroups of High Tech and High Touch 

Leadership 
Role/ 

Group mean 
High tech High touch 

resEonsibilit y mean mean 
1. Prioritizing what #58 3.67 3.50 4.00 

needs to be done 
2. Learning on the job #47 3.44 3.83 2.67 
3. Dealing with the #94 3.11 3.17 3.00 

burnout factor 
4. Building a group of #8 3.00 2.83 3.33 

leaders 
5. Encouraging #29 3.00 2.50 4.00 

faculty to be more 
involved 

6. Striving to change #104 2.89 3.00 2.67 
7. Setting up goals #103 2.89 3.00 2.67 
8. Communicating #13 2.78 2.50 3.33 

with faculty 
9. Mentoring people #54 2.67 2.00 4 .00 

and building 
relationships 

10. Maintaining a #98 2.56 1.83 4.00 
feeling of 
community 

11. Managing people #51 3.11 2.67 4.00 
12. Meeting three or #53 2.56 2.17 3.33 

four times a year to 
plan 

13. Collaborating with #12 3.00 2.33 4.33 
other disciplines 
and departments 
Category Means 2.97 2.72 3.49 

100% 50.00% 100% 
achieved achieved achieved 

consensus consensus of consensus of 
of change change change 
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The eighth ranked category was clerical. With a mean of 2.89, 100 percent of the 

roles and responsibilities categorized as clerical reached consensus of changed. The 

subgroup of high tech ASDDCs with a mean of 2.55 reached consensus of change in 

69.23 percent of the clerical roles and responsibilities. The high touch ASDDCs reached 

100 percent consensus of change with a mean of 3.49. 

Table 27 

Clerical Category of Roles and Responsibilities Listed by Means of Group of ASDDCs 

and Subgroups of High Tech and High Touch 

Clerical 
Role/ 

Group mean High tech mean 
High touch 

resEonsibilit~ mean 
1. Answering calls in #5 3.78 3.33 4.67 

phone mailbox 
2. Performing #56 3.00 2.83 3.33 

secretarial duties 
3. Selecting and #73 2.89 2.17 4.33 

ordering textbooks 
4. Updating or #84 2.56 2.83 2.00 

creating 
handbooks for 
program(s) 

5. Updating college #83 2.56 2.83 2.00 
catalog 

6. Maintaining #48 2.56 1.83 4.00 
inventory of 
equipment 
Means 2.89 2.55 3.56 

100% achieved 69.23% 66.66% 
consensus of achieved achieved 
change consensus of consensus 

change of change 

The category achieving ninth place ranking, indicating the lowest consensus of 

change, was training. The group mean of the roles and responsibilities in the category 

was 2.78, with the high tech subgroup mean of 2.61 reaching a consensus of change in 
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66.33 percent of the subgroup, and the high touch subgroup 3.11 mean reaching 100 

percent subgroup consensus of change. 

Table 28 

Training Category of Roles and Responsibilities of Group of ASDDCs and Subgroups of 

High Tech and High Touch 

Training 
Role/ 

Group Mean 
High tech High touch 

responsibility mean mean 
1. Retraining to #102 3.11 3.33 2.67 

upgrade personal 
skills 

2. Improving time #96 2.67 2.50 3.00 
management skills 

3. Attending #90 2.56 2.00 3.67 
meetings of 
professional area 
concerns 

Category 2.78 2.61 3.11 
Means 

100% 66.33% 100% 
achieved achieved achieved 
consensus of consensus of consensus of 
change change change 

Statistical Significance 

Using the t-test the emerged categories were examined with an alpha level of 

P<.05(two tailed). Based on Levene's Test for Equality of Variances, equal variances 

were not assumed. Of the nine emerged categories, three categories, the categories of 

program (t[7]=-4.59, p=.004.), community college (t[7] =- 3.463, p=.011.), and 

hiring/supervising (t[7]=-2.646, p=.033.) found significance between the subgroups of 

high tech ASDDCs and high touch ASDDCs. In the other six categories of technology, 

students, professions, leadership, clerical, and training, no statistical significance was 
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found between the two groups of high tech ASDDCs and high tech ASDDCs. See 

Appendix J. 

Summary of Findings 

The study answered the following research questions. 

What are the changed roles and associated responsibilities of community college 

ASDDCs? What is the level of agreement (consensus) of ASDDCs about their changed 

roles and responsibilities and future projected roles and responsibilities? 

The ASDDCs at the two community colleges are completing 123 roles and 

responsibilities. Consensus (agreement) of change was reached by the ASDDCs that 67 

of the 204 identified roles and responsibilities of the ASDDCs were changing 

tremendously (2), changing rapidly (13), or changing (52). 

What are the projected changes in the future roles and responsibilities of ASDDCs? 

The study found that 15 of the changing 67 roles and responsibilities are 

experiencing tremendous change or rapid change. The roles and responsibilities that 

were changing tremendously were: Changing technology to meet needs and changing 

what we did five years ago. The 13 roles and responsibilities that were found to be 

changing rapidly were: Developing coursework that meets the needs of the current 

business environment, scheduling classes at non-traditional times for student 

convenience, accepting increased responsibilities, administering programs more and 

teaching less, answering calls in phone mailbox, responding to e-mail, retaining students 

in program, retaining students in classes, prioritizing what needs to be done, doing 

something that someone else doesn't want to do or is unable to do, supplying student 
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population with updated technology, creating websites, and dealing with the actual 

content of the courses in the program. 

What are the current and future projected influences defining today' s roles and 

responsibilities of community college ASDDCs? 

Nine categories of changing roles and responsibilities emerged. Technology was 

the influence defining roles and responsibilities followed by: Programs, community 

college, students, professions, hiring/supervision, leadership, clerical, and last training. 

What training do community college ASDDCs have that enables them to successfully 

fulfill today's and tomorrow's roles and responsibilities of the position of ASDDC? 

The study found that the ASDDCs personally seek out the information they need to do 

their jobs by completing training and study required to maintain their professional 

certifications, licenses, and community college teaching certificates. They do not appear 

to be seeking out training to help them complete the job of ASDDC. 

When community college ASDDCs heading programs classified as high tech and 

ASDDCs heading programs classified as high touch examine their changed current and 

projected future roles and responsibilities, what are the differences? 

The emerged category of technology reached 100 percent consensus of change in 

both the high tech and the high touch groups with agreement found in both groups that 

technology is "changing rapidly." 

None of the other emerged categories achieved 100 percent consensus of change 

in both subgroups. The high tech ASDDCs achieved 100 percent consensus of change 

only in the technology category. The high touch ASDDCs achieved 100 percent 
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consensus in all of the nine emerged categories but community college where 90.90 

percent consensus of change was reached. 

The emerged category of program achieved 75 percent consensus of changing by 

the high tech ASDDCs, 100 percent consensus of changing rapidly by the high touch 

ASDDCs. 

Community college was rated as changing by the high tech ASDDCS with an 

achieved consensus of 78.50 percent. The high touch ASDDC reached 100 percent 

consensus of changing rapidly. 

The emerged category of students was rated as changing with a 50 percent 

consensus by the high tech ASDDCs. The high touch ASDDCs rated students as 

changing rapidly with 100 percent group consensus. 

The high tech ASDDCs did not reach consensus of change in the category of 

professions. The high touch ASDDCs reached consensus of changing rapidly with 100 

percent agreement. 

Hiring/supervising was rated by the high tech ASDDCs as changing slowly, with 

50 percent agreement reached. One hundred percent of the high touch group rated 

hiring/supervising as changing rapidly. 

Leadership was ranked as changing with 69.23 percent of the high tech ASDDCs 

with the high touch ASDDCs rating leadership changing with 100 percent group 

agreement. 

Clerical was ranked as changing with 50 percent agreement in the high tech 

ASDDCs. However, the clerical category was ranked as changing rapidly by the high 

touch ASDDCs. 
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The lowest ranked consensus of change was found in the training category in the 

high touch ASDDCs who stated it was changing with 100 percent group agreement. The 

high tech ASDDCs stated it was changing with a group consensus of 66.33 percent. 

The following matrix and bar graph summarizes the ranking of the nine emerged 

categories with group means, the means of the two subgroups, and whether there were 

statistical differences between the high tech ASDDCs and high touch ASDDCs. 
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Table 29 

Summary Matrix of Consensus of Change in Roles/Responsibilities ofthe ASDDC by 

Emerged Categories, Consensus= mean >2.5 

Group High tech High touch 
Statistical 

Category Consensus Consensus Consensus 
significance 

N=6 N=3 
between high tech 

and high touch 
1. Technology Yes Mean= 3.79 Mean-=4.00 No 
n=4 mean =3.89 100% 100% 100% 

consensus consensus 
2. Program Yes Mean= 2.82 Mean=3.95 Yes 
n=12 mean=3.20 100% 75.00% 100% (t[7]=-4.59,p=.004. ) 

consensus consensus 
3. Community Yes Mean= 2.88 Mean= 3.60 Yes 
College 100% 78.57% 90.90% (t[7]=-.463,p=.O 11.) 

n=14 mean =3.17 consensus consensus 
4. Students Yes Mean= 2.69 Mean=4.04 No 
n = 8 mean =3.14 100% 50.00% 100% 

consensus consensus 
5. Professions Yes Mean= 2.72 Mean= 3.56 No 
n=3 mean= 3.00 100% 33.33% 100% 

No consensus consensus 

6. Hiring/Supervising Yes Mean= 2.50 Mean= 4.00 Yes 
n=4 mean= 3.00 100% 50% 100.00% (t[7]=-.646,p=.033.) 

consensus consensus 

7. Leadership Yes Mean= 2.72 Mean=3.49 No 
n=13 mean=2.97 100% 69.23% 100% 

consensus consensus 

8. Clerical Yes Mean= 2.55 Mean=3.56 No 
n= 6 mean = 2.89 100% 50.00% 100% 

consensus consensus 
9. Training Yes Mean= 2.80 Mean=2.74 No 
n=3 mean=2.78 100% 66.33% 100% 

consensus consensus 
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Consensus of Changes in Roles 

I Mean 

1 High Tech Consensus 

D High Touch Consensus 

Figure 3. Emerged categories by means of roles and responsibilities of group, high tech 

and high touch ASDDCs. 

Chapter 1 of this study presented an introduction to the study of the roles and 

responsibilities and the need for training of the ASDDC. Chapter 2 continued with a 

review of the literature appropriate for the study; Chapter 3 continued with a discussion 

of the research procedures used in the study. The findings of the study were reported in 

this chapter supported by the use of matrices, figures, and charts. Chapter 5 summarizes 

the study by presenting conclusions, recommendations, and suggestions for future study. 
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Chapter 5 

Summary, Conclusions and Recommendations 

This modified Delphi study investigated a community college leader, the 

ASDDC, by identifying, describing and then seeking consensus among the sample of 

ASDDCs, their changing roles and responsibilities, the influencers of change and their 

need for training. Combining the findings of the personalized interviews in Round One 

with the questionnaires used in Rounds Two and Three of this study allowed several 

themes and ideas about the changing roles and responsibilities of the ASDDC to emerge. 

Gmelch and Miskin (1993) presented the four department chair roles as faculty 

developer, manager, leader, and scholar. The findings of this study were consistent with 

their description of the roles and responsibilities of the department chair as manager and 

leader. The ASDDCs are fulfilling the role of community college scholarship: 

Developing curriculum and teaching classes, but not conducting research as in the 

universities. However, the findings of this study were not consistent with Gmelch and 

Miskin's description of faculty developer. The role of faculty developer appears to be 

just emerging as a role and responsibility in the community college ASDDCs. 

Faculty developer findings of the study. Gmelch and Miskin described the role of 

the chair, "the faculty developer" who recruits, selects, and evaluates faculty. The 

ASDDCs in this study did not indicate they were fulfilling the roles and responsibilities 
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of recruiting, selecting, or evaluating full-time faculty. However, the ASDDCs did 

indicate they recruit, select, and evaluate adjunct faculty. 

Statistically significance differences were seen between the high tech ASDDCs 

and the high touch ASDDCs in the emerged category of hiring/supervising. The high 

tech ASDDCs reached 50 percent consensus of "change" in the "hiring/supervising" 

category; the high touch ASDDCs reached 100 percent consensus of "changing rapidly" 

in the hiring/supervising category. The high touch chairs seem to be anticipating more 

change in the hiring and supervising category. The high tech ASDDCs come from fields 

that are constantly changing. They have lived through much more change than the high 

touch ASDDCs. The high tech ASDDCs have already downsized and readjusted their 

programs and professions. Therefore they don't anticipate the changes in hiring and 

supervising that the high touch ASDDCs are anticipating. 

The greatest interaction currently of the chair in decision-making concerning full

time faculty members appeared to be an invitation to sit in on the job interview of an 

applicant for a full-time faculty position. While a few chairs indicated that their opinion 

would be sought concerning the decision to whether or not to hire, most didn't feel that 

they would influence the hiring decision of a full-time faculty member. Currently none 

the ASDDCs complete evaluations of full-time faculty members. One college states in its 

faculty negotiating contract that faculty members do not evaluate other faculty members; 

faculty evaluation is completed by certain administrators. 

An extensive, serious climate change program called Jumping the Curve was in 

progress on the campus of one community college during this research. A high tech chair 

mentioned the possibility of chairs being more involved in hiring full-time departmental 
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faculty as a result of this program of climate change. The role/responsibility of 

"undergoing climate change in the institution" achieved consensus of change by the 

group of ASDDCs and the two subgroups of high tech ASDDCs and high touch 

ASDDCs. 

ASDDCs are fulfilling the role of manager, the second role of the chair described 

by Gmelch and Miskin. Gmelch and Miskin, described the second role of the chair as 

manager. The chair role of manager completes the maintenance functions of the 

department. Budget preparation, maintenance of department records, finances, facilities 

and equipment, assignment of duties to faculty, and supervision of non-academic staff are 

manager roles and responsibilities of the department chair. Three themes emerged from 

this study that reflects the role of manager of the ASDDC. 

1. The chairs see the future requiring time-consuming clerical work. Clerical 

work was rated as the eighth category of the nine in consensus of change. 

Responsibilities in clerical work of the Associate in Science Degree chairs seem to be 

increasing. "Answering calls in phone mailbox" was ranked as seventh highest changing 

role/responsibility with a group mean of 3.78 (changing rapidly). 

However, differences appeared in answering calls in phone mailbox between the 

high tech ASDDCs (3.33, changing) and the high touch ASDDCs (4.67 change is 

tremendous). This could be due to the established, more structured programs of the high 

touch ASDDCs. They have accreditation agencies outside of the college whose 

standards they must meet if their program is to be acceptable to the business workforce. 

The high tech Associate in Science Degree professions and their programs are still 

evolving. They are newer professions and with no required accrediting agencies in place. 
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One high touch chair had resigned her position just prior to the interview with the 

researcher. She will be remaining as a full professor teaching in the program. Citing the 

overwhelming time requirements of a department housing three Associate in Science 

Degree programs she said she was not willing to continue to work 14-hour days and 

weekends and still not get the responsibilities of the ASDDC position completed. The 

category of clerical achieved 100 percent consensus of change by the group of ASDDCs, 

66.33 percent by the subgroup of high tech ASDDCs and 100 percent by the subgroup of 

high touch ASDDCs. 

A high touch chair who has held the position since 1991 mentioned 

There were certain things that I did then like budget or whatever. It didn ' t seem 

as ifl had the responsibilities that I do now. I think since we've gotten more 

technology, there are more things that we have to do or are required to do. Or 

there are more things that other areas used to do for us that we do now. We used 

to have more support. We're responsible for putting everything on-line now too. 

It seems like some how we've gotten more responsibility and doing it ourselves 

too. More clerical stuff, it seems like we do more clerical. 

A high tech chair said, "I don't have a work-study student although I wish I did. 

But then on the on the hand I'm not sure I want to manage one more person." Feeling that 

work was not assigned equally was mentioned by a high touch chair. She felt that her 

program and responsibilities had evolved haphazardly and things had randomly been 

assigned to her without planning. Describing herself as the "jack of all trades" sort of 

person, she envied chairs who headed up one program with support staff. Consensus of 

change was achieved in the role/responsibility of "coordinating more than one program" 
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by the group of ASDDCs and the high touch ASDDCs. Consensus of change was not 

reached in the group of high tech ASDDCs. 

ASDDCs feel that administrative jobs have been pushed down to the faculty. The 

deans are described as "having so many things to look over that a lot of things have been 

pushed down with the faculty actually taking care of those things." A high tech chair 

describing his time division stated that "teaching in the program, the classroom time takes 

up a quarter of my efforts; the other 75 percent are actually administrative chores trying 

to keep the degree afloat, trying to consult with students and get them through the 

program, and all the other duties that go along with it." The role and responsibility 

"completing more jobs that are pushed down by lower levels of administration" reached 

consensus of change by the group of ASDDCs. Again differences are seen between the 

high tech ASDDCs with a mean of 3.67 achieving "changing rapidly" while the high 

touch ASDDCs achieved only "changing." 

A part of the management role of the ASDDC is responsibility for the laboratory 

facilities and physical plant where the programs are housed. A theme emerged that 

involves technology and buildings. 

2. the ASDDCs are proud of their community college program's physical space 

and technology, but architecture and technology has a price. Pride in their departments 

and their college was evident in the entire group of interviewed ASDDCs. A high tech 

chair who had left industry in another state three years ago to relocate and teach in south 

Florida mentioned with pride the state of the art equipment he had in his teaching 

laboratory and that he was budgeted for all of his equipment requests. 

117 



Another high tech chair mentioned that his program was the frrst to be given 

computers at each desk in the classroom and the frrst to use a SMARTBoard. A high 

touch instructor/chair insisted at the end of the interview that the researcher take a field 

trip through the teaching facility showing the teaching/working space with pride. 

A building where three interviews were held was mentioned as being a state of the 

art medical education building designed specifically for the programs it housed. A high 

touch chair stated that many groups visit the building to see how it facilitates the teaching 

and learning of the programs housed in the building. The interviewer heard no complaints 

about facilities or lack of equipment for the programs. 

However, one chair stated: 

Before I came here (to his community college), before I picked my community 

college, I interviewed at a lot of schools, and was fortunately offered a lot of 

positions here in Florida over a period of a couple years. I am familiar with the 

physical plants of a lot of schools. It seems to me when I compliment the 

physical plant here (at his community college) it is not unique. It seems to me 

that Florida has very good physical plants. Florida needs to find a balance. The 

physical facilities here in Florida are vastly better than (name of his earlier 

college), almost better to beyond the need. Almost to say that they are irrelevant 

they are so much better. But in (name of his state) we didn't have a people 

problem. I was given 40 percent release time to be a program head. The whole 

point is the students and we are the closet ones to them. And that's where the 

money should always be considered first. This place is always building another 

building. The people who work here need more help. 
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The role/ responsibility of "accepting increased responsibilities," achieved a rank 

of #5 (3. 78 mean) with a "rapidly changing" rating. "Doing something that someone 

else doesn't want to do," also received a "rapidly changing" rating (mean 3.58) with a list 

ranking of#l2. 

Number one on the list of the 15 most rapidly changing roles and responsibilities 

was "changing technology to meet needs" with a mean of 4.89 indicating "change is 

tremendous." The category of technology achieved consensus of changing with a mean 

3.89 by the group, 3.79 by high tech ASDDCs and 4.00 by high touch. ASDDCs. 

Technology was the highest rated of the nine emerged categories in the consensus of 

change. The group of ASDDCs, the high tech ASDDCs, and the high touch ASDDCs all 

rated technology as their fastest changing role/responsibility and the fastest changing 

category. 

Additional manager roles and responsibilities that achieved consensus of change 

by the group of ASDDCs, the high tech ASDDCs and the high touch ASDDCs are 

"handling accountability requirements" and "integrating concept of Performance Based 

Budgeting." 

The high touch group saw the role/responsibility of integrating the concept of 

Performance Based Budgeting as changing more than the high tech group saw the 

role/responsibility changing by ranking it as "changing rapidly" versus the high tech 

group who ranked Performance Based Budgeting as "changing slowly." A possible 

explanation of the differences might be the newness of the concept of PBB to the high 

touch group. The high tech group, corning from the newer fields of technology in 
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business, has been dealing with the concept of Performance Based Budgeting and 

business accountability longer, therefore, do not see it changing. 

Consensus of change was reached in the role/responsibility "consolidating 

programs and/or phasing out programs when enrollments drop" by the group of ASDDCs 

and the high tech ASDDCs but not the high touch ASDDCs. This could be due to the 

demand for graduates of high touch programs increasing versus the declining demand of 

certain high tech programs graduates. 

A third theme emerged from this study in the manager area of the chair's 

responsibilities described by Gmelch and Miskin. 

3. Ambiguity and a lack of clarity exist about the roles and responsibilities that 

are those of an ASDDC. Discussion occurred early in this study over 10 of the roles and 

responsibilities identified by ASDDC as their responsibilities. It was planned by the 

researcher that the 10 roles and responsibilities would be left on the finite list of the roles 

and responsibilities of the ASDDCs used to create the questionnaires used in Round Two 

and Round Three of Delphi. 

The pilot committee stated they felt that even though the ASDDCs said they were 

completing the roles/responsibilities that the roles and responsibility were administrative 

responsibilities, not responsibilities of the chair. The chair might have influence in the 

area, but not responsibility. The pilot committee kept them on the deletion list stating 

that even if the chairs said they were completing the roles and responsibilities they were 

those of an administrator, not a chair. 

During one interview a high touch ASDDC mentioned that in the budgeting 

process the chair compiled the information, created the budget, and sent it forward to 
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administration. The budget was described as an administrative responsibility but the 

department chair did the work of creating the budget. This reflects the confusion in the 

chairs about role ambiguity and confusion over their role and power cited by Dymmel in 

1996. This also supports Gillett-Karam statement: 

Although chairs are considered administrators, they really are not. They are also 

considered faculty, but they are not really. Although they are considered leaders, 

they are usually managers whose job descriptions, roles, and duties are bound to 

traditional hierarchical organizational structures. Thought to be riding the wave to 

the top, chairs are more often in a holding pattern and not in line advancement to 

high-level administration. (Gillet-Karam, 1999, p.5) 

The call to leadership is the third role that Gmelch and Miskin cited as a role of 

the chair. The chair provides long-term direction and vision for the department while 

soliciting ideas to improve the department and planning and evaluating curriculum 

development. The chair also provides the external leadership for their departments by 

coordinating departmental activities, representing the department at professional 

meetings, and keeping faculty informed of external concerns. 

Two themes emerged from this study of the ASDDCs that describes the long-term 

direction, vision and responsibilities identified by Gmelch and Miskin. 

1. The community colleges are not what they used to be. Growth of the colleges 

along with the trend of branch campuses demanding and requiring more resources as they 

become more autonomous was described by the ASDDCs as a significant current and 

future change issue. The change from one campus to three campuses was described as a 

foremost concern. One ASDDC appearing perplexed stated that he didn't know how 
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decisions about his program would be made next semester due to each campus being 

appointed their own president. Meeting the requirements of SACS (Southern Associate 

of Colleges and Schools) while growing independent campuses was described as a future 

challenge by the high touch chair. Unsure about whether a program would be offered on 

one campus or all three and who would head it was causing uncertainty and apprehension 

about the future of the ASDDC's program. 

The category of community college was the second highest rated consensus of 

change category with a mean of 3.17. However only 78.57 percent of the high tech group 

reached consensus of change compared to 90.90 percent of the high touch group reaching 

consensus of change in the community college category. Statistical significant 

differences were found between the two subgroups of high tech and high touch ASDDCs. 

The high tech ASDDCs do not see the community college changing as much as the high 

touch ASDDCs see the community college changing. The high touch programs are 

bound to tradition and the past more than the high touch programs. The high touch 

ASDDCs may be experiencing more apprehension and stress about change since they 

have not experienced the extremely rapid change that the high tech ASDDCs have 

experienced. 

A frustrated high tech chair described his program scheduling problems at the 

sites. ''The biggest hassle is probably with scheduling. Trying to keep the provosts 

happy, and the deans happy, and the VP's happy, and everybody happy, happy." 

"Climate change" and "positioning the college for the future" were ranked as "changing" 

by the high tech ASDDCs but "rapidly changing" by the high touch ASDDCs. 
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"Changing what we did five years" was ranked the second highest changing 

role/responsibility reaching an Associate in Science Degree group mean of 4.56 

indicating "tremendous change." Differences appeared between the high tech ASDDCs 

and the high touch ASDDCs in "changing what we did five years ago." The high tech 

group reached consensus of tremendous change in "changing what we did five years 

ago." The high touch group reached consensus of "rapid change." This could be 

reflective of the new, evolving high tech professions versus the older, established high 

touch professions. The older established high touch professions are not able to change as 

quickly due to their established accreditation programs and the strength of their 

professional organizations. 

A second leadership theme emerged in this study. 

2. Shared vision may be lacking between the ASDDCs and administration of the 

college. Incorporating four-year degrees into the department was mentioned as a possible 

change in the near future in the Round One interviews of the individual ASDDCs. One 

college in the study currently operates with two titles, "community college" and 

"college" and is actively providing opportunities for graduates to pursue baccalaureate 

degrees. The other college is exploring the possibility of offering targeted four-year 

degrees. Kenneth Walker, president of one of the participating community colleges in 

this study and a founder of the Community College Baccalaureate Association (CCBA), 

was honored with an award from the organization March, 2005, for expanding access of 

four year degrees to community college students. 

However, "incorporating four-year degrees into the programs" did not reach 

consensus of change in the group of ASDDCs or the two elite subgroups of high tech or 
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high touch ASDDCs. This could be due to the ASDDC' s attention being focused 

internally on the day-to-day administration of the campus and programs. Upper-level 

administration is expected to declare the vision and mission of the college (Gillett

Karam, 1999). 

Statistical significance differences were found between the high tech group of 

ASDDCs and the high touch group of ASDDCs in the category of programs. The high 

touch chairs see their programs changing more than the high tech chairs see their 

programs changing. Again, this could be due to change already occurring in the high 

tech programs; the high touch programs are just entering situations the high touch 

programs have already encountered. The high tech ASDDCs saw the category of 

programs as "changing." The high touch ASDDCs indicated that programs were 

"changing rapidly." This could be due to the rapid change in the past five years of the 

high tech Associate in Science degree programs. Re-organization, revision of programs, 

and even downsizing has already taken place in the Associate in Science Degree 

programs. Also, revisions and changes in high tech Associate in Science Degree 

programs can occur rapidly because the certifications of the high tech programs are not 

mandatory to offer the programs as are the accreditations of the high touch programs. 

Certifications by the professional organizations are not required to offer the high 

tech programs. Accreditations by the professional organizations are required to offer the 

high touch programs. Changes take longer in the high touch programs because of the 

accrediting organizations and professional organizations that are involved. The high 

touch ASDDCs might be experiencing stress due to having to balance required change by 

their colleges and states while meeting external demands of the accreditation agencies. 
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The fourth role of the chair described by Gmelch and Muskin was that of 

"scholar." The community college role of scholar includes the responsibility of chairs to 

teach and keep current in their academic discipline; it does not include research as in the 

university. 

Two themes developed in this study echoing the findings of Gmelch and Muskin 

that the chair is a scholar, teacher, and a leader of their academic discipline. 

1. The ASDDCs have accepted a leadership mission of their profession by 

developing curriculum and teaching students However, they are not completing 

research. While the scope of teaching responsibilities varied from chair to chair every 

ASDDC said they are teaching students so the student can become a _______ _ 

(name of the profession or job). All teaching responsibilities identified in the Round I 

interviews were combined into one role/responsibility "full-time faculty member teaching 

load" on Questionnaire I Round Two. With a role/responsibility mean of 2.08, "full time 

faculty member teaching load" qualified for a "second chance" on Questionnaire II 

Round Three. By achieving a mean of 2.56 in Round Three, teaching roles and 

responsibilities reached low consensus of "changing" by the group of ASDDCs. The 

ASDDCs see their role of working as teachers changing slightly in the future. 

However, a difference was seen between the subgroups of high tech ASDDCs and 

high touch ASDDCs. The roles/responsibility of faculty member teaching load was not 

seen as changing in the high tech ASDDC subgroup, it did not reach consensus of 

change. The category did reach consensus of change in the high touch ASDDCs, the 

high touch ASDDCs see their teaching roles and responsibilities as changing. 
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The emerged categories of program (ranked #2), students (ranked #4 ), professions 

(ranked #5) and leadership (ranked #7) all contributed to this theme. Examining the 

highest ranked 15 roles and responsibilities reaching consensus of change reveals that 

eight (53.33 percent) were from the four categories of program, students, professions and 

leadership. 

The role/responsibility of "Administering programs more and teaching less," 

ranked #6, reached a consensus of changing rapidly by both the high tech ASDDCs and 

the high touch ASDDCs. Describing his teaching load, a high touch chair said, "as a 

department chair here you have a full teaching load. Basically you have all of your 

responsibilities as an instructor for the college, and then on top of that you have 

responsibilities for the department itself." 

A high tech chair described the professors in his department as "coming from 

industry and deciding to teach, so we are no career academics. I think that is a real bonus 

to our students in that we bring to the table real work experiences. I hear that over and 

over. I think that the other bonus that we have is we do try to keep the students, know the 

students and maintain that feeling of community here. We really do- we have worked 

hard to do that." "Developing coursework that meets the needs of the current business 

environment" was ranked #3 in the overall listing of the roles and responsibilities 

consensus of change; both the high tech ASDDCs and the high touch ASDDCs indicated 

the role/responsibility is "changing rapidly." 

"Scheduling classes at non-traditional times for student convenience" with a mean 

of 3.89 was ranked #4 again reaching consensus that the role/responsibility is changing 

rapidly, "responding to e-mail" #8 (3.78, consensus of "changing rapidly"), "retaining 
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students in program" #9 (3.67, consensus of "changing rapidly"), "retaining students in 

classes" #10 (3.67, consensus of "changing rapidly") and "dealing with the actual content 

of the courses in the program," #15 (3.56, "changing rapidly"). The above 

roles/responsibilities tie in with the role/responsibility of "handling accountability 

requirements" (2.89, reaching consensus of "changing"), a serious funding challenge 

currently being faced by Florida Community Colleges. 

With firmness in his voice a technology instructor and high tech Associate in 

Science Degree department chair stated, ''They may look for my input, but I'm not a 

college administrator; I don't want to be. I'm a teacher; that's where the action is. I 

don't like to get into the internal politics." 

Guiding the curriculum for 250 (high touch program) students, counseling 

students when they are having difficulties and teaching a full load was cited by a high 

touch chair as description of the job of ASDDC. Another high touch ASDDC that was 

leaving the chair position for an administrative position indicated sadness because the 

ASDDC enjoyed teaching. The ASDDC liked having contact with the students and 

getting to know them as individuals; While in the new administrative job the ASDDC 

plans to go out to the campuses and meet with the students once a month. 

A high tech ASDDC appearing to be reaching out for more responsibility stated: 

"We are basically bound to teaching our classes and making changes in the course 

content construction." She saw herself leading a program with multi-faceted 

responsibilities, including mentoring students. Recently she had not been invited to an 

awards ceremony when one of her students received an award. She felt it was because 

she was not seen as important and called it "hurtful." 
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Another high tech ASDDC stating he taught a "full time load" said that his duties 

were still under definition since he just took over the position this semester. He appeared 

unsure of everything that he would be doing as an ASDDC. This reflects the lack of 

clarity and clear definition of the roles and responsibilities of the ASDDC earlier 

recognized in this study. 

All ASDDCs indicated they played a role in curriculum development. A high 

tech chair said, "It goes all the way down to program development in terms of the course 

work and must be supported with the kind of equipment that is needed: software, 

hardware purchase and actual teaching the classes." The role and responsibility of 

"supplying student population with updated technology" listed as # 13 achieved consensus 

of "changing rapidly" with a group mean of 3.56, a high tech mean of 3. 79 and a high 

touch mean of 4.00. 

While research on community colleges has improved few colleges have 

developed their own research agendas. The meager support for research on community 

colleges is not surprising because research in education does not nearly reflect the 

schools' importance in American life (Cohen & Brawer, 2003). 

2. The Associate in Science Degree students of today are changing. A second 

theme that emerged in the scholar responsibilities of the ASDDC was Associate in 

Science Degree students are changing. The highest ranking role and responsibility found 

under the category of students was "scheduling classes at non-traditional times for 

student convenience" which reached consensus of "rapid change" by both the high tech 

ASDDCs and the high touch ASDDCs. 
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The student category achieved fourth place in ranking of the nine categories. 

One chair described the Associate of Science Degree student of today. ''The student today 

is in a hurry. The younger ones are in a hurry, they have this expectation. We have a lot 

of people dropping in who want a specific cluster of classes, they don't want a degree, 

they want the knowledge and then they are going to go." 

This high tech department chair was concerned about students not graduating 

from the program. Explaining this phenomenon of students dropping into classes, 

learning the information needed, and not completing the program is difficult for the 

ASDDCs to explain when the program is evaluated by the number of program 

completers. 

High tech ASDDCs may be experiencing challenges in the number of program 

completers more so than the high touch ASDDCs. All of the high tech Associate in 

Science Degree programs are open enrollment programs; Students can register for 

courses they feel they need. Many of the high touch Associate in Science Degree 

programs are limited enrollment programs. The student must apply and be admitted to 

the program before registering for courses in the programs. Also, it is much more likely 

that a high tech program student already holds an advanced degree and is returning to the 

community college for updating of skills than the high touch Associate in Science Degree 

program student. Since the high tech program student may already have earned a higher 

degree than an Associate in Science Degree they feel no need to complete the Associate 

in Science Degree. 

This reflects earlier findings that serving the post-baccalaureate reverse transfer 

student seeking additional training for certification and/or employment, often in the 
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technology and health care areas, is a function of the community college and skills and 

skills certification, along with the constant need to upgrade employee ' s skills provides 

major opportunities for community colleges (Reusch, 2000; Zeiss, 1999). 

One high tech chair summarized the changing student concisely when he stated: 

Everybody is seeing the nature of the student change. Going from the traditional 

type of student that we've had historically over the past 50 years at educational 

institutions in the United States into this highly mobile, demanding immediate 

gratification, very niche-focused student who comes in with a single objective as 

opposed to overall program objectives and trying to meet the needs of that new 

constituency is I think probably our greatest transitional role that we have to 

make. A resulting reaction to that is we move away from bricks and mortar 

mentality, to more of a dependence on distance learning, collaborative learning, 

internship programs, things that take us to the student as opposed to, either in a 

real or virtual way, bringing the student to us. 

The on-line student is emerging as a significant change. A high tech chair shared 

experiences of reaching students through the Associate in Science Degree on-line 

courses: 

Every semester I teach courses on-line. I see more on-line courses coming. I 

have been teaching on-line courses since the summer of '97. I don't like teaching 

on-line and yet I am very proud about teaching on-line. I had a woman write 

thanking me for teaching on-line. Although she lived only five miles from the 

college she couldn ' t afford day care at night for her children. My on-line course 
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enabled her to go to school. That same semester I had a sailor on a Navy ship in 

the Indian Ocean who was taking my course. 

The category of technology achieved the highest category ranking of the 

consensus of change. Included in the category were the high ranking changing roles and 

responsibilities of: "Changing technology to meet needs," "supplying student's 

population with updated technology," "creating websites," and depending on distance 

learning. 

The ASDDCs see themselves as competent to complete their job and very self

directed with little need for organized training. It was verified in Round One that all 

chairs had the education and training necessary for them to be a competent person in their 

professional area and meet as determined by their college, the Southern Association of 

Colleges and Schools (SACS) requirements of the community colleges. 

The emerged category of training achieved the lowest mean ranking of the nine 

categories. One hundred percent consensus of change was reached by the three 

roles/responsibilities in the category, "retraining to upgrade personal skills," "improving 

time management skills," and "attending meetings of professional area concerns" by the 

high touch ASDDCs. The high tech ASDDCs achieved a 66.33 percent consensus of 

change. 

Differences between the high tech ASDDCs and the high touch ASDDCs could 

be due to the differences in the life of the profession. The high tech ASDDCs are in new 

professions, by definition of their profession, they feel current and up-to-date. The high 

touch Associate in Science Degrees are experiencing change but in a slower fashion. 

Therefore, their attitude towards training is different. 
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When asked in the Round One interview if they needed more training now or in 

the future the uniform group response was chairs seek out the information they need to do 

their jobs. Chairs have to complete CEUs (Continuing Education Units) or 

PDUs(Professional Development Units) to maintain their professional certifications and 

licenses in addition to completing course work necessary to renew their community 

college board issued teaching certificates. 

Ellis found that in the North Central Association of Colleges and Schools, the 

majority of chairs preferred to gain the knowledge and skills needed to be effective as 

academic chairs through orientation by the out-going chair or mentoring by the 

supervisor (Ellis, 2001). 

SACS requirements were mentioned; one college recently had a perfect SACS 

accreditation visit. The role/responsibility of "being involved with SACS accreditation" 

achieved consensus of change the high touch ASDDCs but not the high tech ASDDCs. 

Again differences between the structured, accreditation of the high touch Associate in 

Science Degrees and the new, evolving high tech professions explain the differences in 

training and responses to being involved in accreditation issues as an ASDDC. 

Description of the ASDDCs in this study. Seagren et al. (1994) when describing 

the future professional plans of individuals occupying the position of chair found 74 

percent of the chairs surveyed planning on staying in the same community college for the 

next five years. Of the group 54 percent indicated they planned to remain as chair, 11 

percent planned to return to the faculty, 17 percent planned on moving to another 

administrative position, and 13 percent were planning on retiring. 
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The ASDDCs in this study mirrored these findings with 65 percent indicating they 

planned on staying in their same position at their community college, 10 percent 

indicating they were returning to faculty, and 15 percent retiring. However, a difference 

was seen between this study and Seagren' s findings in "chairs plans to move to another 

administrative position." Seagren (Seagren et al., 1994) found 15 percent of the chairs 

were planning on moving to another administrative position. Only five percent of the 

Associate in Science Degree chairs in this study were planning on moving into 

administration. 

Gmelch and Miskin (1993) and Tucker (1993) report that four of every five chairs 

never move up the administrative ladder. This study of the ASDDCs showed only five 

percent of the group moving up the administrative ladder, lower than the 20 percent 

described by Gmelch, Miskin and Tucker. This could be due to the ASDDCs close 

identification with a profession outside of academia. Also the ASDDCs may have less of 

a desire to move into administration due to their extensive ties to business with 

opportunities for financial reward. 
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The ASDDC is a 
manager, leader 
and scholar. The 

role of faculty 
developer is just 

emerging. 

Ambiguity and 
lack of clarity 
exists about 

the roles and 
responsibilities 
that are those 

of the 
Associate in 

Science 
Degree 

department 
chair. 

The ASDDCs 
expressed little 

need 
for training. 

TheASDDCs 
have accepted a 
leadership role in 
their professions 

by developing 
curriculum and 

teaching. 

The ASDDCs see the 
future requiring a lot 
of time consuming 

clerical work. 

ASDDCs are 
proud 

of their physical 
space and 

technology -
but architecture 

comes 
with a price. 

The community 
colleges are not 

what they 
used to be. 

Figure 4. Emerged categories and themes of the roles and responsibilities of the ASDDC. 
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Recommendations for Future Study 

Five recommendations for future study follow based on the findings of this 

dissertation research, The Role and Responsibilities of the ASDDC. 

A recommendation for study of the re-organization of the leadership of Associate 

in Science Degree program. This modified Delphi study interweaving the themes from 

Round One face-to-face interviews of the ASDDCs with structured Rounds Two and 

Three of the Delphi method, provides insight into a perplexing and sometimes invisible 

leadership position in the community college system, the ASDDC. The study found the 

ASDDCs were completing 123 roles and responsibilities with 67 of the roles and 

responsibilities reaching consensus of change (54.47 percent). Of the 67 roles and 

responsibilities reaching consensus of change 15 (14.5 percent) reached consensus of 

rapid or tremendous change. 

The study took great effort and time to qualify the members of the sample for 

study due to difficulty in clearly identifying who was fulfilling the roles and 

responsibilities of leadership for the study's identified Associate in Science degree 

programs. Because the difficulty was due to lack of clear delineation of responsibilities 

and inconsistency in titles used to describe the employees fulfilling the roles and 

responsibilities of the ASDDC, research should be completed about the feasibility of 

creating a new, identifying job title for the person completing the roles and 

responsibilities associated with leadership of an Associate in Science degree program. 

Because the mission of the Associate in Science Degree program is different than 

the mission of the Associate in Arts degree programs the organizational leadership and 

job title(s) do not need to parallel the Associate in Arts Degree programs. Research 
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needs to be completed answering the question, who is providing the leadership to the 

Associate in Science degree programs? After identification of the persons providing the 

leadership to the Associate in Science Degree programs, a recommendation can be made 

concerning the job title of the persons who are completing the roles and responsibilities 

of the ASDDC identified in this study. A new job tile of Associate in Science Degree 

Program Leader needs to be created and implemented on the campuses. 

The leadership of these positions is extremely critical to the Florida Community 

Colleges at this time. With community colleges Workforce Programs now "earning" a 

percentage of their funding, performance of the programs is crucial. Enrollment, 

completions rates, completion rates of targeted populations, program completion within 

two years, and achievement of PPPs (Program Progression Points) are all Florida 

accountability factors of the programs in this study. 

The 2005 - 2006 Applied Science and Technology Division Goals of one of the 

study's community colleges include: Stay current with workforce related program 

offerings, expand existing programs, eliminate outdated programs, re-direct resources to 

newly developed programs, establish new partnerships, collaborate with outside groups, 

reassure community businesses and leaders that we will be responsive to their needs, and 

assess and meet our community needs (oral communication, Roberts, 2005). All of these 

goals are related to the roles and responsibilities that the ASDDCs identified and that 

achieved consensus in this modified Delphi study. The position of the ASDDC is an 

important position involved in achieving the goals of Florida Workforce. 

The findings of this study appear to echo Sackett who studied the position of 

department chair in a comprehensive, mature, community college. Sackett's study found 
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that the position is evolving from a powerful leader and defender of program quality to an 

administrative clerk with few actively pursuing the position. A recommendation was 

made that due to the importance of the chair position, that college officials restructure the 

chair position, empowering it to better achieve critical tasks (Sackett, 1984). 

A Planned Training Program for ASDDCs should be studied. Although the 

emerged category of training rated lowest in consensus of change, training needs of the 

ASDDCs should be explored. Employees providing leadership to Associate in Science 

degrees rarely receive any training for their complex positions, a possible reason that they 

rated the category the lowest in change of the nine emerged categories. 

The study found statistical significant differences between the high tech ASDDCs 

and the high touch ASDDCs in the categories of programs, community college, and 

hiring/supervising indicating that the two subgroups are viewing change very differently 

in many of their roles and responsibilities. 

Training should be explored that meets the different needs of the two subgroups. 

The high tech quick changing subgroup needs training that is presented in different ways, 

using different formats than the high touch subgroup steeped in tradition, perhaps feeling 

stress over change, with potential resistance to something new. 

At North Carolina State University (NCSU) faculty took on the challenge of 

offering current and potential community college chairs and division deans an 

opportunity to develop their leadership skills. The NCSU faculty worked cooperatively 

with the state community college system to develop a statewide program for practitioners 

(Gillett-Karam, 1999). Perhaps Florida universities and community colleges could 

examine a similar collaborative effort. 
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Additional research is needed concerning the roles and responsibilities of the 

ASDDC. The chairs appear to be confused about the extent and even the definition of the 

roles and responsibilities of the ASDDC. This mirrors the findings of Dymmel when he 

studied ''The Role and Function of the department Chairperson at Large North Carolina 

Community Colleges" (Dymmel, 1996). He stated that community college chairs were 

confused about their roles and responsibilities. Additional research should be completed 

on specific responsibilities of the chairs versus the "influence of the chair" mentioned by 

the pilot committee of this study. 

The dean serving on the pilot committee removed 10 roles and responsibilities of 

the ASDDC stating they were "administrative responsibilities," not responsibilities of the 

ASDDC. The dean 's and the ASDDC's views of "influence" and "responsibilities" of the 

ASDDC position appear to differ. Future studies should be completed asking the 

ASDDCs what they do, then asking the deans or other administrators what the chairs 

should be doing, and then making comparisons between the two groups. 

This study found nine emerged categories of the ASDDC: Technology, 

community college, programs, students, professions, clerical, hiring/supervising, and 

training. Study is warranted about the roles and responsibilities of the ASDDC in each of 

the nine emerged categories again comparing what administration feels the ASDDCs 

should be doing and what the ASDDCs state they are doing. 

The community college offering four-year degrees needs research. Additional 

investigation needs to be completed about the offering of four-year degrees by the 

community colleges. Some of the programs in the study are targeted programs that may 

offer four-year degrees in the future. Offering four-year degrees is a big and important 
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change for Associate in Science Degree programs. If the mission of the colleges is 

expanding and changing by moving in the direction of offering four-year degrees it is 

important that the ASDDCs are part of the change. It is the chairs who are aligned with 

students and faculty, the vision and mission of the college would not be well grounded or 

representative if the chairs are not part of the change (Gillett-Karam, 1999). 

Breaking away from their traditional mission of only conferring associate degrees 

and occupational credentials, an increasing number of community colleges have begun 

seriously to explore and implement offering and conferring bachelor's degrees. Some 

leaders see these changes as a natural extension of community colleges' commitment to 

access, while others view their awarding of baccalaureate degrees as inappropriate and 

threatening the basic values of this sector of higher education Will offering the 

baccalaureate degree change the community college 's open-door policy? (Floyd, Skolnik 

& Walker, 2004). 

The role of the ASDDC with adjuncts needs study. It is not uncommon for an 

Associate in Science Degree program to consist of one full-time instructor/program 

leader and many adjuncts. The use of adjuncts is projected to increase in the future. 

Since the chairs see themselves as supervisors of adjunct instructors and not full time 

faculty members, additional research should be considered concerning the ASDDC and 

their role in leading adjunct instructors. It appears that parallel words are developing in 

the community colleges- the world of the full-time faculty member led by college 

administration and the world of the adjunct faculty member led by the ASDDCs. This 

study revealed that the ASDDCs are the administrators of the adjunct faculty members. 

Research is needed to explore this developing phenomenon. Comparisons could be made 
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of how administration of the community college supervises the full-time faculty member 

and the ASDDC supervises the adjunct faculty member. 

Summary 

This study of the roles and responsibilities of the ASDDC is summarized best by 

the words of a study participant, a new chair of a high touch Associate in Science Degree 

department, who stated: 

I have a much better understanding of what a department chair does based on my 

experiences. One thing that I would say is encourage people who want to become 

department chairs to take on more of an ownership role than just being a faculty 

member. Department chair is a lot of work. The burnout factor is there. 

However, I would say that the department chair is an exciting position- I think 

that it is fun to be in a position where you are squeezed between both sides, the 

administration and the faculty - it is fun working with egos and seeing people 

grow and the institution getting better at what we do. You can try to make it 

better for faculty by accomplishing the goals of the institution and certainly better 

for your students by taking an active role- doing that is an exciting place to be. I 

feel that the department chair makes or breaks the program. 

The words of this high tech ASDDC reflects description of the new generation of 

leaders: Broad education, boundless curiosity, boundless enthusiasm, contagious 

optimism, belief in people and teamwork, willingness to take risks, devotion to long-term 

growth rather than short-term profit, commitment to excellence, adaptive capacity, 

empathy, authenticity, integrity and last, vision (Bennis, 2003). The 13 descriptors of the 

leader are evident in the ASDDC participants of this research. 
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CONSENT FORM 

1) Title of Research Study: Investigation of the Roles of the Associate in Science Degree Depanment Chair 

2) Investigators: Dr. Valerie Bryan (561-297-2086) Nancy Bredemeyer (772-462-7705) 

3) Puroose: The primary purpose of this two-phase mixed-method research study is to investigate and describe the 
changed current roles and responsibilities and the expected changes in future roles and responsibilities of a community 
college leader, the Associate in Science Degree Department Chair at two South Florida community colleges. A 
secondary purpose is to explore current training needs and project future training needs of the ASDDC. Responses of 
chairs from programs described as "high tech" will be compared to responses of chairs from programs described as 
"high touch". 

4-A) Procedures: The setting for the research for this study will be two South Florida community colleges. 
Volunteers from ten-targeted Associate in Science Degree Programs will sign a formal letter of consent prior to 
participation in the study. During Phase I of this research, 20 Chairs (10 from each community college) will be asked 
to participate in an oral interview by the researcher using a researcher created interview guide, The Roles and 
Responsibilities of the Associate in Science Degree Department Chair. Questions deal with the changed/changing roles 
and responsibilities, including ideas about the need for training, of the Associate in Science Degree Department Chairs. 
Programs will be classified as "high touch" or "high tech". The interviews will be audio taped if the interviewee agrees 
to the audio recording of their interview. If the interviewee does not agree to the audio taping of their interview, the 
interviewee will be allowed participate in the study. It is anticipated that the interview will take no longer than one 
hour. 

During Phase U of the study, chairs will be asked to complete two questionnaires created from the information the 
researcher collect in Phase I interviews. Using the conventional Delphi Method consensus will be sought between the 
20 chairs about the changing roles and responsibilities of the ASDDC. It is anticipated that completion of the two 
questionnaires will take no longer than one hour. 

The researchers will summarize information collected in Phase II, making comparisons between programs classified as 
"high touch" and programs classified as "high tech". A written summary of the project following guidelines of the 
Educational Leadership Department of Florida Atlantic University will be completed. 

5) Risks: The risks involved with participation in this study are no more than one would experience in regular daily 
activities. No questions or activities are invasive or job threatening. 

6) Benefits: Potential benefits that subjects may attain from participation in this research study include: Addition to the 
body of existing information about the role of the Associate in Science Degree Department Chair. Because all of the 
subjects are chairs of Associate in Science Degree Programs they will have a greater knowledge of the dimensions of 
the position that they hold. Also, they will have satisfaction in knowing that they have contributed to a better 
understanding of the changed roles and responsibilities of the ASDDC. 

7) Data Collection & Storage: All of the results will be kept confidential and secure and only the people working with 
the study will see this data, unless required by law. All work associated with this project that is stored electronically 
will be protected by two passwords, hard copies of data being worked on and tapes of recorded interviews will be 
stored in a fireproof cabinet. Tape-recordings of the interviews will be destroyed as soon as the dissertation is 
approved by the Department of Educational Leadership, Florida Atlantic University. 

8) Contact Information: For related problems or questions regarding your rights as a subject, the Office of Sponsored 
Research of Florida Atlantic University can be contacted at (561 ) 297-2310. For other questions about the study, you 
should call the principal investigators: Nancy Bredemeyer at (772) 462-7705 or Dr. Valerie Bryan at (561) 297-2086. 

9) Consent Statement: 
"I have read or had read to me the proceeding information describing this study. All my question have been answered to my 

satisfaction. I am 18 years of age or older and freely consent to participate. I understand that I am free to withdraw from the 
study at any time. I have received a copy of this consent form". 

Signature of Subject: _____________ _ Date: _____________ _ 
Signature of Investigator: ____________ _ Date: _____________ _ 
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Roles and Responsibilities of the Associate in Science Degree Depanment Chair 

Protocol 

Please state the associate degree program you are employed as an Associate in Science Degree Department 

Chair (or other title indicating leadership of an Associate in Science Degree Program) 

1. What level of influence do you have as an Associate in Science Degree department chair in the 

areas of 

• Strategic planning 

• Budgeting 

• Scheduling 

• Hiring 

2. Since you became an Associate in Science Degree department chair describe changes that have 

occurred or are occurring within your institution and outside of your institution that are impacting 

you as ASDDC. 

3. What changes do you foresee in the future that will impact the position of Associate in Science 

Degree department chair? 

4. How is the performance of your program and you as an ASDDC evaluated? 

5. What off-campus organizations, boards, or groups is your program involved that affect your role 

and responsibilities as an ASDDC? 

6. How has technology impacted your program and your position of ASDDC? 

7. What training do you have that prepared you for the position of ASDDC? 

8. Do you feel that future training is important for an Associate in Science Degree 

department chair? If so, describe the type of training you feel important. 

152 



Appendix C 

204 Identified Roles and Responsibilities in 

Round One Interviews Using Research Protocol 
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1 Accepting increased responsibilities 
2 Accommodating schedules of students 
3 AccomJJlishing the goals of the institution 
4 Administering programs more and teaching less 
5 Answering calls in phone mailbox 
6 Applying critical thinking and analytical abilities 
7 Attending advisory committee meetings 
8 Attending conferences 
9 Attending high school career fairs 
10 Attending industry managerial training 
11 Attending meetings 
12 Attracting new, clean industry to Florida 
13 Being involved with SACS Accreditation 
14 Bringing my work experience to the classroom 
15 Building a group of leaders 
16 Calculating grade _percentages in classes 
17 Certification of faculty 
18 Changing what we did five years ago 
19 Changing software 
20 Collaborating with other disciQlines and de_Q_artrnents 
21 Communicating with faculty 
22 Completing more jobs that are J>UShed down by the lower level of administration 
23 Completing self-studies 
24 Completing yearly reports to send to accrediting agencies 
25 Consolidating programs and/or phasing our programs when enrollment drops 
26 Coordinating more than one program 
27 Counseling students academically 
28 Counseling students with personal problems 
29 Creating blended learning opportunities for students 
30 Creating internship programs 
31 Creating on-line courses 
32 Creating personal development plan 
33 Creating rules and regulations for the department 
34 Creating syllabi for all courses in the program 
35 Creating teaching schedules 
36 Creating web site(s) 
37 Creating yearly budget 
38 Day to day operations of lab 
39 Dealing with changing job title(s) 
40 Dealing with disgruntled students 
41 Dealing with Florida's structured curriculum frameworks 
42 Dealing with foreign trained people 
43 Dealing with interruptions 
44 Dealing with issues arising due to the influx of private schools offering programs 
45 Dealing with semi-autonomous campuses that are becoming autonomous 
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46 Dealing with shortage of employees for the _profession issues 
47 Dealing with state political issues 
48 Dealing with the actual content of the course 
49 Dealing with the burnout factor 
50 Dealing with the impact of world economics 
51 Depending on distance learning 
52 Develop coursework that applies to needs in the current business environment 
53 Dismissing students fromQr~gt"am if necessary 
54 Doing something that someone else doesn 't want to or is unable to do a~ore 
55 Emphasizing collaborative learning 
56 Encouraging faculty to become involved 
57 Encouraging potential chairs to take an ownership role 
58 Enjoying the position of ASDDC 
59 Evaluating adjunct faculty 
60 Evaluating full-time faculty 
61 Evaluating progress 
62 Fulfilling responsibilities of SPOL (Strategic Planning_ on line) 
63 Fulfilling requirements of SACS 
64 Full faculty teaching load 
65 Getting materials here on time forJ>e~le 
66 Getting people paid 
67 Getting software here on time forj>e~le 
68 Giving each other support in department 
69 Handling accountability requirements 
70 Handling disciplinary problems 
71 Handling tremendous growth 
72 Heading up a program that may not exist in five years 
73 Helping students gain employment 
74 Helping new faculty transition in from indust:r"y 
75 Helping remediate students 
76 Helping students transfer to higher level institutions 
77 Helping with registration of students 
78 Holding ten hours of office hours each week 
79 Hiring adjunct instructors 
80 Hiring staff members 
81 Holding adjunct faculty meetings 
82 Improving time management skills 
83 Incorporating 4-year degrees into d~artment 
84 Integrating concept of Performance Based Budgeting into department 
85 Interacting dynamically in the classroom 
86 Interviewing adjunct instructors 
87 Interviewing new full-time faculty to see if they are qualified 
88 Joining community groups 
89 Keeping abreast of targeted occupations 
90 Keeping current with what is going on in business 
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91 Leading a program that changes every three years 
92 Learning on the job 
93 Maintaining a proactive position 
94 Maintaining feeling of community 
95 Maintaining inventory of equipment 
96 Maintaining positive relationships with local universi!_y 
97 Maintaining professional license 
98 Making students with decreased academic skills successful 
99 Making sure the campuses have classes they need in the sequence they need them 
100 Managing people 
101 Marketing program 
102 Meeting personal accreditation requirements ofQrofessional area 
103 Meeting three or four times a year with faculty to plan 
104 Meeting_ with publishers' representatives 
105 Mentoring people and building relationships 
106 Motivating students 
107 Ordering supplies 
108 Organizing advisory committees 
109 Orienting students into the program 
110 Performing secretarial duties 
111 Positioning the college for the future 
112 Preparing students for practice in field after ~aduation 
113 Preparing students to take state examinations 
114 Prioritizing what needs to be done 
115 Protecting academic freedom 
116 Providing CEUs for licensed professionals 
117 Providing educational leadership to an unregulated profession needing regulation 
118 Providing input into college affairs 
119 Providing leadership to a program culminating in an Associate in Science Degree 
120 Providing leadership to state educator ' s ~Oll£ 
121 Providing retraining to career changing people 
122 Purchasing expensive equiQ_ment 
123 Pursuing additional certifications 
124 Pursuing advanced degrees 
125 Putting on workshops 
126 Putting your job on the line if your __IJ_r~am doesn't "_go" 
127 Reading to keep current and up to date 
128 Realizing that fewer people want the _!)_Osition of ASDDC 
129 Realizing that the job is "undoable" 
130 Realizing that the market will take care of a bad product 
131 Receiving more monetary compensation for the position 
132 Recommending audio visual purchases 
133 Recommending changing college organizational structure 
134 Recommending hardware to purchase 
135 Recommending purchases for library 
136 Recruiting and interviewing_ students for _l)fogram 
137 Reinstating formal title of "Faculty Department Chair" 
138 Responding to e-mail 
139 Responsible for maintaining OSHA standards 
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140 Responsibility for classes making 
141 Retaining students in program 
142 Retraining to upgrade personal skills 
143 Reviewing student evaluations of faculty 
144 Reviewing student performances on state professional examinations 
145 Reviewing transfer credit for students seeking degree 
146 Revising and changing_ curriculum as necessary 
147 Scheduling classes on campuses other than main 
148 Scheduling classes on main campus 
149 Scheduling courses at non-traditional times for student convenience 
150 Seeing and dealing with patients 
151 Selecting and ordering textbooks 
152 Servicing students who are driving great distances to take classes 
153 Serving as chllirperson of advisory committee(s) 
154 Serving 4-year degree students learning the practical "ins and outs" of the field 
155 Serving students, not wanting_ a degree, who drop in for classes 
156 Serving students who want knowledge to move ahead in their career 
157 Serving the demanding, "instant gratification" seeking student 
158 Serving the niche-focused, single- objective seeking student 
159 Serving on committees 
160 Setting up goals 
161 Strategic planning 
162 Striving to change 
163 Supervising adjuncts 
1X4 Supplying student populations with updated technology 
165 Taking equipment needs forward 
166 Taking students to state and national meetings 
167 Teaching dual enrollment high school classes 
168 Teaching interactive courses 
169 Teaching many different subjects each semester 
170 Teaching on-line courses 
171 Teaching students who have different learning styles 
172 Teaching students who have limited managerial abilities 
173 Training needed in handling people 
174 Training needed in leading people and developing people skills 
175 Transitioning into department chair 
176 Traveling to students versus bringing the student to us 
177 Traveling to other campuses 
178 Undergoing climate change 
179 Undergoing cultural change 
180 Understand squeezing from both sides-administration and faculty 
181 Understanding balance in the institution 
182 Understanding how evaluation works 
183 Understanding how funding works 
184 Understanding how people do their jobs 
185 Understanding liability 
186 Understanding the "changing of the guard" 
187 Understanding what the department chair does and that it entails a lot of work 
188 Updating college catalog 
189 Updating or creating handbook(s) of 2rogram(s) 
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190 Using abilities from owning a business 
191 Using job titles from Florida Community College Curriculum Frameworks 
192 Watching the institution get better at what it does 
193 Working in institutions that have wonderful equipment 
194 Workingin institutions that have wonderful physical plants 
195 Working for many different administrators 
196 Working toget own reg_ulatory board 
197 Working with egos 
198 Working with faculty suggestions 
199 Working with local professional organizations 
200 Working_ with off cam_pus sites for training and internships of students 
201 Working with non-paid professionals who work with students 
202 Working with state "FCAT' for community college 
203 Working with student organizations 
204 Writing proposals to state board 
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Roles and Responsibilities of the 

Associate in Science Degree Department Chair 

Organized by the Nine Emerged Categories 
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Roles and Responsibilities of the 

Associate in Science Degree Department Chair Organized by the Nine Emerged Categories 

The Community College 

1. Accepting increased responsibilities 

2. Accomplishing the goals of the institution 

3. Attending high school career fairs 

4. Being involved with SACS accreditation 

5. Changing what we did five years ago 

6. Collaborating with other disciplines and departments 

7. Completing more jobs that are pushed down by lower levels of administration 

8. Consolidating programs and/or phasing out programs when enrollments drop 

9. Doing something that someone else doesn't want to do or is unable to do anymore 

10. Handling accountability requirements 

11. Handling tremendous growth 

12. Incorporating four year degree into department 

13. Integrating concept of Performance Based Budgeting (PBB) 

14. Positioning college for the future 

15. Providing input into college affairs 

16. Recommending changing college organizational structure 

17. Dealing with semi-autonomous campuses that are becoming autonomous 

18. Serving on committees 

19. Undergoing climate change in the institution 

20. Understanding how funding works 

21. Keeping abreast of targeted occupations 

22. Providing input into college affairs 

Hiring/supervising by the ASDDC 

1. Certifying faculty 

2. Supervising adjunct instructors 
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3. Creating teaching schedules 

4. Hiring adjunct instructors 

5. Holding adjunct faculty meetings 

6. Interviewing and hiring staff member 

7. Interviewing new full time faculty members 

Clerical responsibilities of the ASDDC 

1. Performing secretarial duties 

2. Answering calls in phone mailbox 

3. Updating college catalog 

4. Getting materials here on time for people 

5. Maintaining inventory of equipment 

6. Ordering supplies 

7. Updating or creating handbooks(s) of programs(s) 

8. Selecting and ordering textbooks 

Programs 

1. Advisory committee responsibilities 

2. Administering programs more and teaching less 

3. Completing self-studies 

4. Completing yearly reports to send to accrediting agencies 

5. Creating rules and regulations for the department 

6. Dealing with Florida ' s structured community college curriculum frameworks 

7. Dealing with issues arising due to the influx of private schools offering programs 

8. Dealing with the actual content of the courses in the program 

9. Fulfilling responsibilities of Strategic Planning on Line 

10. Making sure the campuses have classes they need in the sequence they need them 

11. Marketing programs 

12. Responding to e-mail 

13. Responsible for classes making 
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Students 

1. Coordinating more than one program 

2. Recruiting and interviewing students for the program 

3. Fulfilling responsibilities of full-time faculty teaching load 

4. Helping with registration of students 

5. Retaining students in classes 

6. Retaining student in program 

7. Reviewing student evaluations of faculty 

8. Reviewing transfer credit for students seeking degree 

9. Scheduling classes at non-traditional times for student convenience 

10. Working with off campus sites for training and internship of students 

Leadership 

1. Encouraging potential chairs to take a leadership role 

2. Helping new faculty transition in from industry 

3. Giving each other support in the department 

4. Learning on the job 

5. Maintaining positive relationships with the local university 

6. Managing people 

7. Meeting three or four times a year to plan 

8. Mentoring people and building relationships 

9. Prioritizing what needs to be done 

10. Protecting academic freedom 

11. Building a group of leaders 

12. Understanding how people do their jobs 

13. Understanding liability 

14. Dealing with state political issues 

15. Dealing with the burnout factor 

16. Maintaining feeling of community 
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17. Setting up goals 

18. Striving to change 

Training 

1. Enjoying the position of ASDDC 

2. Understanding how the evaluation of the chair is completed 

3. Understanding what the department chair does 

4. Attending conferences 

5. Attending meetings of professional area concern 

6. Creating personal development plan 

7. Improving time management skills 

8. Maintaining professional licenses 

9. Meeting accreditation/licensing requirements of professional area 

10. Pursuing additional certifications 

11. Training needed in handling people 

12. Training needed in leading people and developing people skills 

13. Setting up goals 

14. Retraining to upgrade personal skills 

Professions 

1. Developing coursework that meets the needs of the current business environment 

2. Providing CEUs for licensed professionals 

3. Reviewing job titles 

4. Using abilities from owning/working in business 

5. Working with local professional organizations 

6. Working with non-paid professionals who work with students 

7. Dealing with shortages of employees for the professional areas 

8. Dealing with the impact of world economics on business 

9. Building a group of leaders for the profession 
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Technology 

1. Changing technology to meet needs 

2. Creating web sites 

3. Depending on distance learning 

4. Recommending audio visual purchases 

5. Supplying student population with updated technology 
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THE ROLE AND RESPONSIBILITES OF THE ASSOCIATE IN 
SCIENCE DEGREE DEPARTMENT CHAIR 

AT 
TWO SOUTH FLORIDA COMMUNITY COLLEGES 

Phase II 
Questionnaire I 

Thank you for your continuing participation in my dissertation study 
investigation of "The Roles and Responsibilities of the Associate in Science 
Degree Department Chair at Two South Florida Community Colleges". 

Because you were identified by the administration of your college as a 
person fitting the defmition of the Associate in Science Degree Department 
Chair of an A. S. Degree under investigation, you participated in the 
interviews conducted in Phase I. The following list of roles and 
responsibilities of the ASDDC were identified in the Phase I Interviews. 
This questionnaire is the frrst of two that will be used in the second phase of 
this study. This questionnaire is asking you to respond to how the 
identified ASDDC roles and responsibilities are changing. 

Please take a few minutes and complete this frrst questionnaire. After 
responses are received, the results will be tabulated. Results will be sent to 
you; you then will have the opportunity to see how your responses compare 
with the other ASDDCs involved in this study. After reviewing results and 
comparing how your responses matched those of the other ASDDCs, you 
will have an opportunity to change your responses by completing a second 
questionnaire. The study will be completed and final tabulations made after 
the return of the second questionnaire. 

Again, thank you for your continuing support of my research project. 
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HOW IS THE LISTED ROLE/RESPONSIBILITY OF THE ASDDC 
CHANGING? 

Instructions: Indicate the degree of change to the following roles and 
responsibilities of the Associate in Science Degree Department Chair 
(ASDDC) by placing a number from 0 to 5 in the response box on at the end 
of each role/responsibility line. 

The change in the levels of roles and responsibilities of the ASDDC are: 
5 Change is tremendous 
4 Changing rapidly 
3 Changing 
2 Changing slowly 
1 Change is insignificant 
0 No Comment/No Answer 

Example: 

5 = Change is tremendous 4 =Changing rapidly 3 =Changing 
2 =Changing slowly 1 = Change is insignificant 0 = No Comment/No Answer 

1 E I Shopping at Publix I 5 
2 E I Swimming in the Atlantic Ocean I 2 

Note: Using the Down Arrow ( J.) for navigation will make it easier to respond. 

5 = Change is tremendous 4 = Changing rapidly 3 =Changing 
2 =Changing slowly 1 = Change is insignificant 0 =No Comment/No Answer 

1 Dealing with changing job title(s) 
2 Providing leadership to a program culminating in an Associate in Science Degree 
3 Working for many different administrators 
4 Creating teaching schedules 
5 Recruiting and interviewing students for program 
6 Working with student organizations 
7 Interviewing adjunct instructors 
8 Hiring adjunct instructors 
9 Hiring staff members 
10 Certification of faculty 
11 Scheduling classes on main campus 
12 Scheduling classes on campuses other than main 
13 Coordinating more than one program 
14 Creating rules and regulations for the department 
15 Preparing students to take state examinations 
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5 = Change is tremendous 4 = Changing rapidly 3 =Changing 
2 =Changing slowly 1 = Chang_e is insignificant 0 =No Comment/No Answer 

16 Preparing students for practice in field after graduation 
17 Evaluating adjunct faculty 
18 Evaluating full-time faculty 
19 Supervising adjuncts 
20 Meeting personal accreditation requirements of professional area 
21 Marketing program 
22 Responsibility for classes making 
23 Orienting students into the program 
24 ·creating yearly budget 
25 Day to day operations of lab 
26 Responsible for maintaining OSHA standards 
27 Full faculty teaching load 
28 Providing CEUs for licensed professionals 
29 Helping with registration of students 
30 Completing self-studies 
31 Completing yearly reports to send to accrediting agencies 
32 Working with off campus sites for training and internships of students 
33 Working with non-paid professionals who work with studenrs 
34 Seeing and dealing with patients 
35 Attending meetings 
36 Working with local professional organizations 
37 Revising and changing curriculum as necessary 
38 Dismissing students from program if necessary 
39 Creating on-line courses 
40 Counseling students with personal problems 
41 Handling disciplinary problems 
42 Writing proposals to state board 
43 Updating or creating handbook(s) of program(s) 
44 Updating college catalog_ 
45 Helping students gain employment 
46 Selecting and ordering textbooks 
47 Ordering supplies 
48 Meeting with publishers' representatives 
49 Making sure the campuses have classes they need in the sequence they need them 
50 Dealing with the actual content of the course 
51 Reviewing transfer credit for students seeking degree 
52 Doing something that someone else doesn't want to or is unable to do an_yrnore 
53 Getting materials here on time for people 
54 Getting software here on time for people 
55 Serving on committees 
56 Taking equipment needs forward 
57 Interviewing new full-time faculty to see if they are qualified 
58 Keeping current with what is going on in business 
59 Develop coursework that applies to needs in the current business environment 
60 Recommending hardware to purchase 
61 Holding ten hours of office hours each week 
62 Responding to e-mail 
63 Creating syllabi for all courses in the program 
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5 = Change is tremendous 4 = Changing rapidly 3 =Changing 
2 = Changipg_ slowly 1 = Change is insignificant 0 = No Comment/No Answer 

64 Counseling students academically 
65 Attending high school career fairs 
66 Changing what we did five years ago 
67 Strategic planning 
68 Setting up goals 
69 Positioning the college for the future 
70 Purchasing expensive equipment 
71 Working with faculty suggestions 
72 Communicating with faculty 
73 Traveling to other campuses 
74 Organizing advisory committees 
75 Attending advisory committee meetings 
76 Serving as chairperson of advisory committee(s) 
77 Recommending purchases for library 
78 Recommending audio visual purchases 
79 Bringing my work experience to the classroom 
80 Teaching on-line courses 
81 Teaching interactive courses 
82 Teaching dual enrollment high school classes 
83 Retaining students in program 
84 Consolidating programs and/or phasing our programs when enrollment drops 
85 Fulfilling responsibilities of SPOL (Strategic Planning on line) 
86 Creating web site(s) 
87 Answering calls in phone mailbox 
88 Creating personal development plan 
89 Attending conferences 
90 Collaborating with other disciplines and d(!£artrnents 
91 Holding adjunct faculty meetings 
92 Maintaining professional license 
93 Meeting three or four times a year with faculty to plan 
94 Evaluating progress 
95 Dealing with semi-autonomous campuses that are becoming autonomous 
96 Dealing with state political issues 
97 Providing leadership to state educator's group 
98 Dealing with issues arising due to the influx of private schools offering programs 
99 Dealing with shortage of employees for the P!Ofession issues 
100 Handling tremendous growth 
101 Accepting increased responsibilities 
102 Making students with decreased academic skills successful 
103 Supplying student populations with updated technology 
104 Maintaining feeling of community 
105 Undergoing climate change 
106 Undergoing cultural change 
107 Giving each other support in department 
108 Helping new faculty transition in from industr_y 
109 Maintaining inventory of equipment 
110 Retraining to upgrade personal skills 
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5 = Change is tremendous 4 = Changing rapidly 3 =Changing 
2 =Changing slowly 1 = Change is insignificant 0 = No Comment/No Answer 

111 Dealing with the impact of world economics 
112 Using job titles from Florida Community College Curriculum Frameworks 
113 Dealing with Florida's structured curriculum frameworks 
114 Integrating concept of Performance Based Budgeting into department 
115 Incorporating 4-year degrees into department 
116 Fulfilling reguirements of SACS 
117 Handling accountability requirements 
118 Maintaining positive relationships with local university 
119 Working with state "FCAT' for community college 
120 Scheduling courses at non-traditional times for student convenience 
121 Reinstating formal title of "Faculty Department Chair" 
122 Providing input into college affairs 
123 Perfonp.ing secretarial duties 
124 Joining community groups 
125 Working to get own regulatory board 
126 Deal.ing with foreign trained people 
127 Maintaining a proactive position 
128 Helping remediate students 
129 Teaching students who have different learning styles 
130 Motivating students 
131 Helping students transfer to higher level institutions 
132 Serving students, not wanting a degree, who drop in for classes 
133 Serving students who want knowledge to move ahead in their career 
134 Serving 4-year degree students learning the practical "ins and outs" of the field 
135 Serving the demanding, "instant gratification" seeking student 
136 Serving the niche-focused, single- objective seeking student 
137 Depending on distance learning 
138 Emphasizing collaborative learning 
139 Creating internship programs 
140 Traveling to students versus bringing the student to us 
141 Changing software 
142 Providing retraining to career changi_ngiJeo_p_le 
143 Heading up a program that may not exist in five years 
144 Leading a program that changes every three years 
145 Creating blended learning opportunities for· students 
146 Attracting new, clean industry to Florida 
147 Providing educational leadership to an unregulated profession needing regulation 
148 Reviewing student evaluations of faculty 
149 Keeping abreast of targeted occupations 
150 Recommending changing college organizational structure 
151 Reviewing student performances on state professional examinations 
152 Calculating grade Q_ercentages in classes 
153 Understanding how funding works 
154 Understanding how evaluation works 
155 Servicing students who are driving great distances to take classes 
156 Teaching students who have limited managerial abilities 
157 Working in institutions that have wonderful physical plants 
158 Working in institutions that have wonderful equipment 
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5 = Change is tremendous 4 = Changing rapidly 3 =Changing 
2 =Changing slowly 1 = Change is insignificant 0 =No Comment/No Answer 

159 Putting your job on the line if your program doesn't ' 'go" 
160 Administering programs more and teaching less 
161 Interacting dynamically in the classroom 
162 Accommodating schedules of students 
163 Pursuing advanced degrees 
164 Applying critical thinking and analytical abilities 
165 Using abilities from owning a business 
166 Pursuing additional certifications 
167 Putting on workshops 
168 Mentoring people and building relationships 
169 Building a group of leaders 
170 Learning on the job 
171 Managing people 
172 Realizing that the market will take care of a bad product 
173 Protecting academic freedom 
174 Dealing with disgruntled students 
175 Understanding the "changing of the guard" 
176 Transitioning into department chair 
177 Encouraging potential chairs to take an ownership role 
178 Encouraging faculty to become involved 
179 Understanding what the department chair does and that it entails a lot of work 
180 Dealing with the burnout factor 
181 Understand squeezing from both sides-administration and facul!}' 
182 Getting people paid 
183 Accomplishing the goals of the institution 
184 Working with egos 
185 Watching the institution get better at what it does 
186 Understanding liability 
187 Being involved with SACS Accreditation 
188 Teaching many different subjects each semester 
189 Enjoying the position of ASDDC 
190 Taking students to state and national meetings 
191 Receiving more monetary compensation for the_gosition 
192 Training needed in leading people and developing people skills 
193 Training needed in handling people 
194 Understanding how people do their jobs 
195 Dealing with interruptions 
196 Reading to keep current and up to date 
197 Striving to change 
198 Understanding balance in the institution 
199 Prioritizing what needs to be done 
200 Improving time management skills 
201 Attending industry managerial training 
202 Realizing that the job is "undoable" 
203 Completing more jobs that are pushed down by the lower level of administration 
204 Realizing that fewerQ_eople want the position of ASDDC 
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Appendix F 

Questionnaire II Round Three 
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HOW IS THE LISTED ROLE/RESPONSIBiliTY OF THE ASDDC 
CHANGING? Questionnaire II 

Instructions: 
In Questionnaire I you responded to the question "How it the listed 
role/responsibility of the Associate in Science Degree Department 
Changing?" The levels of change in the roles and responsibilities of the 
ASDDC in both Questionnaires I and this questionnaire are described as: 

5 Change is tremendous 
4 = Changing rapidly 
3 = Changing 
2 Changing slowly 
1 = Change is insignificant 
0 = No Comment/No Answer 

Your response on Questionnaire I, is identified by a red X; the group 
response by a green G. After reviewing your response and comparing it to 
the group response, if you want to change your response insert a *(star) in 
the numbered box that you want to change your response to. If you do not 
desire to change your response do nothing. Please remember to save your 
responses before returning the questionnaire via e-mail. 

The levels of change in the roles and responsibilities of the ASDDC are: 
5 = Change is tremendous 
4 = Changing rapidly 
3 = Changing 
2 = Changing slowly 
1 = Change is insignificant 
0 = No Comment/No Answer 
For your convenience this listing has been inserted at the top of each page. 

Example: 

5 = Change is tremendous 4 = Changing rapidly 3 = Changing 
2 = Changing slowly 1 = Change is insignificant 0 = No Comment/No 5 4 3 2 1 0 

Answer 
Shopping at Publix (After comparing your response to the group G * X l E 
response you decided to chanKe your response to 3) 

2 E 
Swimming in the Atlantic Ocean( After comparing your response to the G X 

Kroup response you decided not to change your response) 
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5 =Change is tremendous 4 =Changing rapidly 3 =Changing 
2 = Changing slowly 1 = Change is insignificant 0 = No Comment/No 

Answer 

174 

5 4 3 2 1 0 



5 = Change is tremendous 4 =Changing rapidly 3 =Changing 
2 = Changing slowly 1 = Change is insignificant 0 = No Comment/No 5 4 3 2 1 0 

Answer 

36 Giving each other support in department 
37' Handling_ acc.\:ountability requirements ·· __~_ 

38 Handling tremendous growth 
~-39 Helping new faculty transition in from induS!t"Y_ 

40 Helping with registration of students 
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Matrixes 
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ASDDC Table 

Questionnaire I Round Two" High Tech" 
d Two "High 
Tech" 

HTE lr HTE lr HTE Ed HTE lr HTE Ed HTE lr HTE lr Question# M HTE Ed P Q R s T u w MEAN 

Program Leadersh~ & Development 
1 4 1 4 4 2 2 4 4 3.13 
2 4 3 3 3 0 3 2 4 2.75 
3 4 1 2 5 2 2 5 4 3.13 
4 4 1 5 3 2 2 3 1 2.63 
5 4 1 3 5 3 2 2 4 3.00 
6 0 1 1 3 3 2 1 2 1.63 
7 3 3 1 4 2 1 1 2 2.13 
8 4 1 4 4 1 1 2 3 2.50 
9 4 1 1 5 1 1 1 3 2.13 10 5 1 5 5 5 3 4 4 4.00 11 5 5 4 5 5 3 5 5 4.63 12 0 1 3 1 2 1 3 4 1.88 13 3 1 3 1 2 1 3 3 2.13 14 4 1 2 2 5 2 5 4 3.13 15 4 1 1 2 1 1 3 3 2.00 16 4 1 1 2 1 1 2 1 1.63 17 0 1 4 3 5 0 5 0 2.25 18 0 1 3 4 5 0 2 0 1.88 19 3 1 2 3 1 0 2 3 1.88 20 4 1 3 4 3 1 4 1 2.63 21 4 4 3 4 1 2 4 5 3.38 22 0 1 3 3 1 0 2 3 1.63 23 0 1 0 4 2 0 2 0 1.13 24 0 3 1 3 2 0 5 1 1.88 

------
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25 4 4 1 4 4 1 3 1 2.75 
26 2 1 4 3 4 1 4 4 2.88 
27 1 0 4 3 4 2 4 5 2.88 
28 3 3 4 4 3 1 5 4 3.38 
29 3 1 1 3 4 0 4 4 2.50 
30 3 1 2 3 2 0 4 1 2.00 
31 0 1 2 3 2 0 2 0 1.25 
32 0 1 1 3 3 0 1 4 1.63 
33 2 1 2 1 3 1 2 3 1.88 
34 4 1 2 1 1 0 3 4 2.00 
35 3 1 1 2 3 0 4 2 2.00 
36 3 1 2 1 3 0 4 2 2.00 
37 2 1 0 1 1 0 1 1 0.88 
38 3 1 2 2 2 0 2 0 1.50 
39 3 1 1 2 3 0 2 4 2.00 
40 4 1 1 1 3 0 2 3 1.88 
41 0 1 1 1 2 0 2 3 1.25 
42 0 1 2 2 1 1 4 1 1.50 
43 3 1 2 4 3 0 2 3 2.25 
44 0 1 1 3 2 0 2 2 1.38 
45 0 1 1 3 4 0 0 0 1.13 
46 0 3 2 3 4 0 1 3 2.00 
47 0 1 2 4 4 0 3 0 1.75 
48 1 1 3 4 2 0 3 0 1.75 
49 2 1 2 5 5 0 5 4 3.00 
50 1 1 2 3 2 0 3 0 1.50 
51 1 1 2 5 2 0 2 0 1.63 
52 1 1 1 5 2 0 5 3 2.25 
53 1 1 2 4 2 0 4 3 2.13 
54 0 1 3 5 4 0 3 4 2.50 
55 0 1 2 3 2 0 3 3 1.75 
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56 0 0 1 4 1 0 3 1 1.25 
57 0 1 2 4 2 0 2 2 1.63 
58 0 1 1 3 4 0 4 0 1.63 
59 3 1 1 2 3 0 4 4 2.25 
60 3 1 3 4 3 0 3 4 2.63 
61 3 1 3 5 2 0 5 3 2.75 
62 4 1 1 1 1 1 1 1 1.38 
63 0 1 0 2 1 0 0 1 0.63 
64 0 1 0 1 2 0 0 4 1.00 
65 3 1 1 2 1 0 1 3 1.50 
66 0 0 1 1 2 0 1 2 0.88 
67 3 1 3 1 1 0 1 0 1.25 
68 0 1 1 1 1 0 1 1 0.75 
69 0 1 2 2 1 0 5 4 1.88 
70 0 1 2 5 4 0 5 4 2.63 
71 2 1 1 3 3 1 5 4 2.50 
72 0 1 0 2 1 0 1 0 0.63 
73 3 1 2 3 3 1 5 4 2.75 
74 3 1 2 3 3 1 5 4 2.75 
75 0 1 0 0 2 0 0 0 0.38 
76 0 1 0 1 2 0 2 4 1.25 
77 0 1 1 1 2 1 1 3 1.25 
78 0 1 0 0 2 0 0 0 0.38 
79 0 1 0 0 2 0 4 4 1.38 
80 0 1 3 4 4 0 5 4 2.63 
81 0 1 2 3 2 0 5 1 1.75 
82 0 1 1 0 1 1 1 1 0.75 
83 1 1 2 4 2 0 2 1 1.63 
84 2 1 2 4 4 1 4 4 2.75 
85 1 0 4 4 3 0 1 4 2.13 
86 0 1 1 3 2 0 1 1 1.13 
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87 0 1 2 4 4 0 2 1 1.75 
88 0 1 2 3 3 0 2 1 1.50 
89 0 1 1 4 2 0 4 1 1.63 
90 0 1 2 4 2 0 4 1 1.75 
91 3 1 3 4 2 0 5 1 2.38 
92 2 1 2 2 2 0 4 1 1.75 
93 0 1 4 1 4 0 4 0 1.75 
94 0 1 0 4 2 0 2 0 1.13 
95 0 0 2 4 2 0 2 4 1.75 
96 0 1 0 0 2 0 1 0 0.50 
97 0 1 2 1 2 0 1 2 1.13 
98 0 1 4 4 3 0 1 3 2.00 

Professional Development & 
Leadership #DIV/0! 

99 1 1 2 2 3 0 2 0 1.38 
100 0 1 1 3 2 0 1 0 1.00 
101 0 1 1 3 2 0 2 4 1.63 
102 2 1 1 3 2 1 2 1 1.63 
103 0 0 2 4 2 0 1 0 1.13 
104 2 1 1 2 4 0 1 2 1.63 
105 0 1 1 1 2 0 2 4 1.38 
106 3 1 3 2 4 0 4 4 2.63 
107 0 1 2 4 1 0 5 2 1.88 
108 2 2 3 1 2 0 5 2 2.13 
109 0 1 1 2 2 0 2 1 1.13 
110 0 3 2 4 3 0 3 4 2.38 
111 0 1 3 2 2 0 5 2 1.88 
112 0 1 1 3 4 0 3 2 1.75 
113 0 1 1 0 3 0 1 0 0.75 
114 0 1 1 3 3 0 4 0 1.50 
115 0 1 1 0 4 0 1 0 0.88 

- - - -
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116 0 1 1 2 4 0 1 1 1.25 
'117 0 3 2 5 4 0 5 4 2.88 
118 3 3 1 4 3 1 4 3 2.75 
119 3 3 1 4 3 1 4 3 2.75 
120 0 0 1 3 2 0 4 4 1.75 
121 0 1 2 2 2 0 4 3 1.75 
122 0 1 0 1 1 0 2 0 0.63 
123 0 1 0 1 1 0 2 0 0.63 
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ASDDC Table 
Questionnaire I Round Two "High Touch" 

HTO Ed HTO lr HTOEd HTO lr HTOEd 
Question# A B G H J MEAN 

Program Leadership & Development 
1 4 4 4 4 4 4.00 
2 4 4 3 3 3 3.4 
3 5 3 4 5 0 3.40 
4 4 3 3 3 3 3.20 
5 5 4 4 5 3 4.20 
6 4 2 3 1 3 2.60 
7 5 2 3 3 4 3.40 
8 3 4 3 3 4 3.40 
9 4 4 4 3 0 3.00 

10 3 4 5 5 5 4.40 

11 5 4 5 5 4 4.60 
12 4 5 4 4 2 3.80 
13 3 5 4 2 3 3.40 
14 3 3 4 3 4 3.40 
15 3 4 3 5 4 3.80 
16 3 3 4 5 4 3.80 
17 3 3 2 1 0 1.80 
18 5 4 3 5 5 4.40 
19 4 4 3 4 4 3.80 
20 5 5 3 2 4 3.80 
21 5 3 4 3 3 3.60 
22 4 3 3 2 4 3.20 
23 3 2 1 1 0 1.40 
24 3 2 1 5 3 2.80 
25 5 2 3 2 4 3.20 
26 4 3 3 4 4 3.60 
27 3 4 2 4 2 3.00 
28 4 5 3 3 2 3.40 
29 4 4 2 5 3 3.60 
30 4 4 3 4 4 3.80 
31 0 3 0 5 4 2.40 
32 3 5 2 0 4 2.80 
33 4 4 3 5 4 4.00 
34 4 4 1 4 4 3.40 
35 1 4 1 5 0 2.20 
36 1 3 3 4 0 2.20 
37 1 2 2 4 2 2.20 
38 2 3 3 3 3 2.80 
39 3 3 3 5 3 3.40 
40 4 3 5 5 4 4.20 
41 3 2 3 5 3 3.20 
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42 5 4 3 5 2 3.80 
43 4 5 4 5 3 4.20 
44 4 3 3 1 0 2.20 
45 5 3 2 1 0 2.20 
46 4 3 3 4 0 2.80 
47 4 3 2 1 3 2.60 
48 4 3 1 4 4 3.20 
49 1 4 3 3 4 3.00 
50 5 3 3 4 2 3.40 
51 4 3 3 0 3 2.60 
52 3 5 3 2 3 3.20 
53 2 5 4 5 4 4.00 
54 4 5 4 5 4 4.40 
55 0 5 2 4 3 2.80 
56 1 4 1 1 2 1.80 
57 2 5 1 5 4 3.40 
58 2 3 3 5 2 3.00 
59 2 3 4 5 1 3.00 
60 3 4 3 4 4 3.60 
61 3 4 4 5 4 4.00 
62 3 4 2 2 3 2.80 
63 3 4 4 3 2 3.20 
64 0 3 0 0 0 0.60 
65 2 4 2 4 4 3.20 
66 2 4 2 4 2 2.80 
67 3 4 2 4 3 3.20 
68 2 2 2 1 2 1.80 
69 3 5 3 5 4 4.00 
70 4 5 4 5 4 4.40 
71 3 5 2 4 2 3.20 
72 0 3 2 4 3 2.40 
73 3 5 3 5 3 3.80 
74 3 5 3 5 3 3.80 
75 2 3 1 3 3 2.40 
76 1 3 3 1 3 2.20 
n 4 4 2 4 3 3.40 
78 0 4 4 5 3 3.20 
79 4 4 3 5 4 4.00 
80 4 5 3 3 2 3.40 
81 4 5 3 4 2 3.60 
82 4 3 3 1 3 2.80 
83 5 5 4 5 3 4.40 
84 3 5 5 3 3 3.80 
85 3 5 2 5 4 3.80 
86 1 5 2 0 3 2.20 
87 1 5 3 0 4 2.60 
88 1 5 3 0 3 2.40 
89 1 5 3 3 2 2.80 
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90 1 5 3 3 3 3.00 
91 1 5 3 1 3 2.60 
92 1 4 4 4 3 3.20 
93 1 5 0 0 0 1.20 
94 2 3 2 0 2 1.80 
95 2 4 4 3 3 3.20 
96 0 3 0 0 0 0.60 
97 0 3 0 0 0 0.60 
98 2 4 4 4 3 3.40 

Professional Development & 
Leadership #DIV/0! 

99 2 2 3 4 3 2.80 
100 0 2 1 4 0 1.40 
101 3 4 3 4 3 3.40 
102 2 5 2 4 3 3.20 
103 2 3 2 0 2 1.80 
104 1 5 2 5 3 3.20 
105 2 3 3 5 0 2.60 
106 2 3 2 4 0 2.20 
107 1 3 2 0 0 1.20 
108 1 4 4 4 3 3.20 
109 1 3 2 0 3 1.80 
110 1 4 2 4 3 2.80 
111 1 5 3 3 3 3.00 
112 0 5 2 2 2 2.20 
113 1 5 3 5 4 3.60 
114 1 5 2 2 0 2.00 
115 1 5 2 0 0 1.60 
116 1 3 1 0 0 1.00 
117 1 2 3 4 0 2.00 
118 1 2 3 4 4 2.80 
119 1 2 4 4 4 3.00 
120 1 2 1 3 2 1.80 
121 1 4 2 3 2 2.40 
122 1 2 0 4 0 1.40 
123 1 2 0 0 4 1.40 
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ASDDC Table 2 
Questionnaire II Round Three "High 
Tech" 

HTE lr HTE lr HTE Ed HTE lr HTE lr HTE lr 
Question# M Q R s u w MEAN 

Program Leadership & Development 
1 4 4 4 2 4 4 3.67 
2 3 3 3 0 2 4 2.50 
3 4 2 5 2 5 4 3.67 
4 3 5 3 2 3 1 2.83 
5 4 3 4 3 2 4 3.33 
6 0 1 3 3 1 2 1.67 
7 3 1 4 2 1 3 2.33 
8 3 4 4 1 2 3 2.83 
9 2 1 3 1 1 3 1.83 

10 5 5 5 5 4 4 4.67 
11 5 4 5 5 5 5 4.83 
12 0 3 2 2 3 4 2.33 
13 3 3 1 2 3 3 2.50 
14 3 3 2 5 5 4 3.67 
15 3 1 2 1 3 3 2.17 
16 2 1 2 1 2 1 1.50 
17 0 4 3 5 5 0 2.83 
18 0 3 4 5 2 0 2.33 
19 2 2 3 1 2 3 2.17 
20 3 3 4 3 4 1 3.00 
21 4 3 4 1 4 5 3.50 
22 0 3 3 1 2 3 2.00 
23 0 1 3 2 5 1 2.00 
24 3 1 4 4 3 1 2.67 
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25 2 4 3 4 4 4 3.50 
26 1 4 3 4 4 5 3.50 
27 3 4 4 3 5 4 3.83 
28 3 2 3 4 4 4 3.33 
29 3 2 3 2 4 1 2.50 
30 0 2 3 2 2 0 1.50 
31 0 1 3 3 1 4 2.00 
32 2 2 3 3 2 3 2.50 
33 4 2 3 1 3 4 2.83 
34 2 1 2 3 4 2 2.33 
35 2 2 1 3 4 2 2.33 
36 2 2 2 2 2 0 1.67 
37 3 1 2 3 2 4 2.50 
38 3 1 1 3 2 3 2.17 
39 0 1 1 2 2 3 1.50 
40 0 2 2 1 4 1 1.67 
41 3 2 4 3 2 3 2.83 
42 0 1 3 2 2 2 1.67 
43 0 1 1 4 0 0 1.00 
44 0 2 3 4 1 3 2.17 
45 0 2 2 4 3 0 1.83 
46 1 3 4 2 3 0 2.17 
47 2 2 5 5 5 4 3.83 
48 1 2 3 2 3 0 1.83 
49 1 2 5 2 2 0 2.00 
50 1 1 5 2 5 3 2.83 
51 1 2 4 2 4 3 2.67 
52 0 3 2 4 3 4 2.67 
53 0 2 3 2 3 3 2.17 
54 0 2 4 2 2 2 2.00 
55 0 _____ _1_ ___ l_ 4 4 0 2.00 

--- -- - --- --- --------- -- ------ - ---
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56 3 1 2 3 4 4 2.83 
57 3 3 4 3 3 4 3.33 
58 3 3 5 2 5 3 3.50 
59 2 1 1 1 1 1 1.17 
60 0 0 2 1 0 1 0.67 
61 2 1 2 1 1 3 1.67 
62 0 1 1 2 1 2 1.17 
63 2 3 1 1 1 0 1.33 
64 0 2 2 1 5 4 2.33 
65 0 2 5 4 5 4 3.33 
66 2 1 3 3 5 4 3.00 
67 3 2 3 3 5 4 3.33 
68 3 2 3 3 5 4 3.33 
69 0 0 1 2 2 4 1.50 
70 1 1 1 2 1 3 1.50 
71 1 0 2 2 4 4 2.17 
72 3 3 4 4 5 4 3.83 
73 0 2 3 2 5 1 2.17 
74 0 1 0 1 1 1 0.67 
75 1 2 4 2 2 1 2.00 
76 2 2 4 4 4 4 3.33 
77 1 4 4 3 1 4 2.83 
78 0 1 3 2 1 1 1.33 
79 0 2 4 4 2 1 2.17 
80 0 2 3 3 2 1 1.83 
80 0 1 4 2 4 1 2.00 
82 0 2 4 2 4 1 2.17 
83 2 3 4 2 5 1 2.83 
84 2 3 2 2 4 1 2.33 
85 0 4 1 4 4 0 2.17 
86 0 2 4 2 2 4 2.33 
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87 0 2 1 2 1 2 1.33 
88 0 4 4 3 1 3 2.50 

Professional Development & 
Leadership #DIV/0! 

89 1 2 2 3 2 0 1.67 
90 0 1 3 2 2 4 2.00 
91 2 1 3 2 2 1 1.83 
82 2 1 2 4 1 2 2.00 
93 0 1 3 2 2 4 2.00 
94 3 3 2 4 4 3 3.17 
95 0 2 2 1 5 2 2.00 
96 2 3 1 2 5 2 2.50 
97 0 2 4 3 3 4 2.67 
98 0 3 2 2 5 2 2.33 
99 0 1 3 4 3 2 2.17 

100 0 1 2 3 1 0 1.17 
101 1 1 3 3 4 0 2.00 
102 0 2 5 4 5 4 3.33 
103 3 1 4 3 4 3 3.00 
104 3 1 4 3 4 3 3.00 
105 0 1 3 2 4 4 2.33 
106 0 2 2 2 4 3 2.17 
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ASDDC Table 2 
Questionnaire II Round Three "High 
Touch" 

HTOEd HTO lr HTO lr 
Question# A B H MEAN 

Program Leadership & Development 
1 4 4 4 4.00 
2 4 3 3 3.33 
3 4 3 5 4.00 
4 4 3 3 3.33 
5 5 4 5 4.67 
6 4 2 1 2.33 
7 5 3 3 3.67 

8 3 4 3 3.33 
9 4 4 3 3.67 

10 3 5 5 4.33 

11 5 5 5 5.00 
12 4 5 4 4.33 
13 3 5 2 3.33 
14 3 3 3 3.00 
15 3 4 5 4.00 
16 3 3 5 3.67 
17 3 3 1 2.33 
18 5 4 3 4.00 
19 4 3 4 3.67 
20 5 4 2 3.67 
21 5 3 3 3.67 
22 4 3 2 3.00 
23 3 2 2 2.33 
24 5 3 2 3.33 
25 4 3 4 3.67 
26 3 4 3 3.33 
27 4 5 3 4.00 
28 4 3 5 4.00 
29 4 4 4 4.00 

30 3 3 5 3.67 
31 1 3 0 1.33 
32 4 4 5 4.33 
33 4 4 4 4.00 
34 1 3 5 3.00 
35 1 3 4 2.67 
36 2 3 3 2.67 
37 3 3 5 3.67 
38 4 3 5 4.00 
39 3 2 5 3.33 
40 5 4 5 4.67 
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41 4 5 5 4.67 
42 4 3 1 2.67 
43 5 3 1 3.00 
44 4 3 4 3.67 
45 4 3 1 2.67 
46 4 3 3 3.33 
47 1 4 3 2.67 
48 5 3 4 4.00 
49 4 3 1 2.67 
50 3 4 2 3.00 
51 2 5 5 4.00 
52 4 5 5 4.67 
53 1 5 4 3.33 
54 2 5 5 4.00 
55 2 3 2 2.33 
56 2 3 5 3.33 
57 3 4 4 3.67 
58 3 4 5 4.00 
59 3 4 2 3.00 
60 3 4 3 3.33 
61 2 4 4 3.33 
62 2 4 4 3.33 
63 3 4 4 3.67 
64 3 5 5 4.33 
65 4 5 5 4.67 
66 3 5 4 4.00 
67 3 5 5 4.33 
68 3 5 5 4.33 
69 1 3 1 1.67 
70 4 4 4 4.00 
71 4 4 5 4.33 
72 4 5 3 4.00 
73 4 5 4 4.33 
74 4 3 1 2.67 
75 5 5 3 4.33 
76 4 5 3 4.00 
77 3 5 5 4.33 
78 2 5 0 2.33 
79 1 5 0 2.00 
80 1 5 0 2.00 
80 1 5 3 3.00 
82 1 5 3 3.00 
83 1 4 1 2.00 
84 1 4 4 3.00 
85 1 5 0 2.00 
86 2 4 3 3.00 
87 0 3 2 1.67 
88 2 4 4 3.33 
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Professional Development & 
Leadership #DIV/0! 

89 2 3 3 2.67 
90 3 4 4 3.67 
91 2 5 4 3.67 
82 1 5 5 3.67 
93 2 3 5 3.33 
94 2 3 4 3.00 
95 1 3 0 1.33 
96 1 4 4 3.00 
97 1 4 4 3.00 
98 1 5 3 3.00 
99 0 5 2 2.33 

100 1 5 2 2.67 
101 1 5 2 2.67 
102 1 3 4 2.67 
103 1 3 4 2.67 
104 1 3 4 2.67 
105 1 2 3 2.00 
106 1 4 3 2.67 
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Appendix H 

Mean Scores of Roles and Responsibilities 
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Mean Scores of Roles and Responsibilities with Category Noted 
Note: Mean Scores are listed high to low 

Q# Role/Responsibilities Mean 

1. #11 Changing technology to meet needs 4.89 

2. #10 Changing what we did five years ago 4.56 

3. #27 Developing coursework that meets the 3.89 

needs of the current business 

environment 

4. #72 Scheduling classes at non-traditional 3.89 

times for student convenience 

5. #1 Accepting increased responsibilities 3.78 

6. #3 Administering programs more and 3.78 

teaching less 

7. #5 Answering calls in phone mailbox 3.78 

8. #65 Responding to e-mail 3.78 

9. #68 Retaining students in program 3.67 

10. #67 Retaining students in classes 3.67 

11. #58 Prioritizing what needs to be done 3.67 

12. #28 Doing something that someone else 3.58 

doesn ' t want to do or is unable to do 

anymore 

13. #76 Supplying student population with 3.56 

updated technology 

14. #21 Creating websites 3.56 

15. #25 Dealing with the actual content of the 3.56 

courses in the program 
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Category 

Technology 

Community College 

Profession 

Students 

Community College 

Programs 

Clerical 

Programs 

Students 

Students 

Leadership 

Community College 

Technology 

Technology 

Program 

( contmues) 



Mean Scores of Roles and Responsibilities with Category Noted (continued) 
Note: Mean Scores are listed high to low 

Q# Role/Responsibilities Mean Category 
16. #14 Completing more jobs that are pushed 3.44 Community College 

down by lower levels of administration 

17. #26 Depending on distance learning 3.44 Technology 

18. #41 Hiring adjunct instructors 3.44 Hiring/supervising 

19. #47 Learning on the job 3.44 Leadership 

20. #57 Positioning the college for the future 3.44 Community College 

21. #77 Undergoing climate change at the 3.33 Community College 

institution 

22. #52 Marketing programs 3.33 Programs 

23. #66 Responsible for classes making 3.33 Programs 

24. #20 Creating teaching schedules 3.22 Hiring/supervising 

25. Fulfilling responsibilities of Strategic 3.22 Program 

Planning On Line SPOL 

26. #94 Dealing with the burnout out factor . 3.11 Leadership 

27. #102 Retraining to upgrade personal skills 3.11 Personal Development and 

Training 

28. #32 Evaluating progress of the programs 3.11 Programs 

29. #51 Managing people 3.11 Leadership 

30. #4 Advisory committee responsibilities 3.00 Programs 

31. #8 Building a group of leaders 3.00 Leadership 

32. #12 Collaborating with other disciplines 3.00 Leadership 

&departrnen ts 

( contznues) 
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Mean Scores of Roles and Responsibilities with Category Noted (continued) 
Note: Mean Scores are listed high to low 

Q# Role/Responsibilities Mean Category 
33. #29 Encouraging faculty to become more 3.00 Leadership 

involved 

34. #104 Striving to change 2.89 Leadership 

35. #56 Performing secretarial duties 3.00 Clerical 

36. #64 Recruiting and interviewing students for 3.00 Students 

the program 

37. #18 Coordinating more than one program 2.89 Students 

38. #24 Dealing with semi-autonomous 2.89 Community College 

campuses that are becoming autonomous 

39. #71 Reviewing transfer credits for students 2.89 

seeing degrees 

40. #73 Selecting and ordering textbooks 2.89 Clerical 

41. #37 Handling accountability requirements 2.89 Community College 

42. #50 Making sure the campuses have classes 2.89 Programs 

they need in the sequence they need 

them 

43. #103 Setting up goals 2.89 Leadership 

44. #2 Accomplishing the goals of the 2.78 Community College 

institution 

45. #7 Being involved with SACS accreditation 2.78 Community College 

46. #13 Communicating with faculty 2.78 Leadership 

Working with off campus sites for 
47. #88 2.78 Students 

training and internship of students 
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Mean Scores of Roles and Responsibilities with Category Noted (continued) 
Note: Mean Scores are listed high to low 

Q# RoleJResponsibilities Mean 
48. #38 Handling tremendous growth 2.78 

49. #75 Supervising adjunct instructors 2.78 

50. #97 Keeping abreast of targeted occupations 2.78 

51. #15 Completing self studies 2.78 

52. #19 Creating rules and regulations for department 2.67 

53. #40 Helping with registration of students 2.67 

54. #44 Integrating concept of Performance Based 2.67 

Budgeting 

55. #54 Mentoring people and building relationships 2.67 

56. #96 Improving time management skills 2.67 

57. #17 Consolidating programs and/or phasing out 2.67 

programs when enrollments drop 

58. #84 Updating or creating handbooks for programs 2.56 

59. #83 Updating college catalog 2.56 

60. #90 Attending meetings of professional area 2.56 

concerns 

61. #98 Maintaining feeling of community 2.56 

Maintaining inventory of equipment 
62. #48 2.56 

63. #34 Fulfilling responsibilities of teaching a full- 2.56 

time faculty load 
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Category 
Community College 

Hiring/Supervising 

Community College 

Programs 

Programs 

Students 

Community College 

Leadership 

Personal Development & 

Training 

Community College 

Clerical responsibilities 

Clerical responsibilities 

Personal Development & 

Training 

Leadership 

Clerical 

Students 

(contmues) 



Mean Scores of Roles and Responsibilities with Category Noted (continued) 
Note: Mean Scores are listed high to low 

Q# Role/Responsibilities Mean 
64. #46 Interviewing new full-time faculty 2.56 

65. #53 Meeting three or four times a year to plan 2.56 

66. #86 Working with local professional organizations 2.56 

67. #92 Dealing with shortage of employees for 2.56 

professional area 

68. #9 Certifying faculty 2.44 

69. #82 Understanding what the department chair does 2.44 

70. #91 Creating personal development plan 2.44 

71. #93 Dealing with state political issues 2.44 

72. #35 Getting materials here on time for people 2.44 

73. #22 Dealing with Florida's structured community 2.33 

college curriculum frameworks 

74. #70 Reviewing student evaluations of faculty 2.33 

75. #81 Understanding liability 2.33 

76. #106 Training needed in leading people and 2.33 

developing people skills 

77. #16 Completing yearly reports to send to 2.22 

accrediting agencies 

78. #30 Encouraging potential chairs to take a 2.22 

leadership role 
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Category 
Hiring/supervising 

Leadership 

Professions 

Professions 

Hiring/supervising 

Personal Development & 

Training 

Personal Development & 

Training 

Leadership 

Clerical 

programs 

Students 

Leadership 

Personal Development 

Programs 

Leadership 

(contmues) 



Mean Scores of Roles and Responsibilities with Category Noted (continued) 
Note: Mean Scores are listed high to low 

Q# Role/Responsibilities Mean 
79. #99 Maintaining professional license 2.22 

80. #49 Maintaining positive relationship with the local 2.22 

university 

81. #105 Training needed in handling people 2.22 

82. #61 Providing input into college affairs 2.22 

83. #101 Pursuing additional certifications 2.22 

84. #23 Dealing with issues arising due to the influx of 2.11 

private schools offering programs 

85. #79 Understanding how funding works 2.11 

86. #85 Using abilities from owning working in 2.11 

business 

87. #39 Helping new faculty transition in from industry 2.11 

88. #45 Interviewing and hiring staff members 2.11 

89. #55 Ordering supplies 2.11 

90. #63 Recommending changing college 2.11 

organizational structure 

91. #89 Attending conferences 2.00 

92. #36 Giving each other support in the department 2.00 
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Category 
Personal Development & 

Training 

Leadership 

Personal Development 

and Training 

Community College 

Personal Development 

and Training 

Programs 

Community college 

Professions 

Leadership 

Hiring/supervising 

Clerical 

Community college 

Personal Development & 

Training 

Leadership 

(continues) 



Mean Scores of Roles and Responsibilities with Category Noted (continued) 
Note: Mean Scores are listed high to low 

Q# Role/Responsibilities Mean 
93. #42 Holding adjunct faculty meetings 2.00 

94. #6 Attending high school career fairs 1.89 

95. #80 Understanding how people do their jobs 1.89 

96. #62 Recommending A V purchases 1.89 

97. #31 Enjoying the position of ASDDC 1.78 

98. #95 Dealing with the impact of world economics 1.78 

on business 

99. #59 Protecting academic freedom 1.78 

100. #78 Understanding how the evaluation of the chair 1.67 

is completed 

101. #100 Meeting accreditation/licensing requirements 1.67 

of professional area 

102. #43 Incorporating 4-year degrees into department 1.67 

103. #69 Reviewing job titles 1.56 

104. #60 Providing CEUs for licensed professionals 1.58 

105. #87 Working with non-paid professionals who 1.44 

work with students 

106. #74 Serving on committees 1.33 

Note. Means are listed from high to low 
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Category 
Hiring/supervising 

Attending high school 

career fairs 

Leadership 

Technology 

Personal Development & 

Training 

Professions 

Leadership 

Personal Development & 

Training 

Personal Development & 

Training 

Community College 

Professions 

Professions 

Professions 

Community College 



Appendix I 

Report of Hurricane Disasters by 

Community College President 
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From: CURRENT 
The Official Publication of the Florida Association of Community Colleges 

Vol. 37, No.5 Winter, 2004 
(Overview of hurricane disaster experience of one community college) 

In The Eye of the Stonn 

According to meteorologists, the odds of having not one - but two -

extremely powerful hurricanes crash into the same geographic location within a 

three-week period are miniscule. Yet, Florida's southeastern Treasure Coast, 

was pummeled through September by the unprecedented two-fold punch of 

Hurricanes Frances and Jeanne. 

Despite over $5 million in damages, the college bounced back from this 

devastating blow, resuming classes within one week after each hurricane. This 

recovery effort is a testament to the extraordinary commitment of College 

employees, as well as some creative crisis management strategies implemented 

before, during, and after each of the two hurricanes. 

Our intent in sharing our college's experiences is two-fold: to underscore 

the importance of solid crisis management planning, and to offer strategies and 

lessons learned to other community colleges should they find themselves "in the 

eye of the storm. • 

On September 4th and 5th, the Treasure Coast region of Florida received a 

direct hit from Frances, a category 2 Hurricane. All five campuses were 

impacted. Roofs gave way, allowing water to destroy ceilings, flooring, furniture 

and equipment. Air conditioners and ventilators were ripped from buildings, and 
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major electrical problems became an issue. With more than 180 trees down .. . 

the college looked like a war zone. 

While repairing our campuses we evaluated pre-storm preparation and 

post-storm procedures, thinking it would be many years before activating our 

findings. Little did we know that just three weeks later, we would receive a direct 

hit by Jeanne . . . an even more dangerous Category 3 hurricane. Our "new 

teaming• would be implemented immediately! 

Prior to the Hurricane 

Following Frances, our first lesson was pre-storm preparation. The 

college's Crisis Response Plan was revised to include a detailed section on 

Hurricane Preparedness. We formed a Hurricane Preparedness Task Force 

composed of the President's Executive Council , Director of Physical Plant, 

Security Chief, Director of Institutional Technology, Public Information Officer, 

and the Director of Health and Wellness. 

With Jeanne bearing down, physical plant personnel secured all buildings 

as we did just three weeks before. Facilities weakened by the previous storm 

were given special attention. College vehicles, as well as collectibles owned by 

the College Foundation, were secured. 

During Hurricane Frances, many employees stayed on campus for safety 

reasons, but without an organized plan. Between Frances and Jeanne, we 

identified volunteer "Building Managers" who secured buildings and made 

emergency repairs. This proved to be especially critical, as all night mopping kept 

the water damage to a minimum. Building Managers were assigned two-way 
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radios and supply kits. In anticipation of the inevitable power outage, buckets 

were filled with water and trash cans placed to collect rainwater for flushing 

toilets. 

After Hurricane Frances, many employees removed their storm shutters at 

home. When Hurricane Jeanne turned our way, college administrators 

immediately formed work groups to assist fellow employees in preparing their 

homes. This enabled critical college employees to focus on preparing the 

college, having first made their homes safe. Pre-storm measures also included 

topping off college fuel storage tanks and obtaining generators, shop vacs and 

blower fans. Students were evacuated from student housing and sent home or 

to area shelters. 

Communication difficulties were a major issue during Hurricane Frances, 

so we contacted our cellular provider and elevated college cell phones to an 

emergency frequency. We used the Call Center as a central communications 

center. Additional phone lines enabled us to coordinate calls from students and 

parents, collect damage reports, and maintain communication with the media and 

community. Administrators were provided with a laminated list with emergency 

phone numbers. Our radio station, became the information lifeline for thousands 

with around-the-clock coverage. 

Having secured their homes and the campuses, employee volunteers and 

their families reported to assigned college buildings to ride out the storm. When 

it was all over, maintenance, grounds, housekeeping, and security personnel 

begin damage assessment. 
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After the Hurricane 

Following the hurricane, we discovered that Hurricane Jeanne's 125-mile 

an hour winds had left 25 employees without homes, and many others in need of 

roof tarps, water, ice, and immediate financial assistance. This awareness 

prompted our post-hurricane assistance plan. 

At our college, our negotiated employee salary package includes a 1 % 

lump sum of the base salary paid to all employees prior to winter break. Through 

special action by the Board of Trustees, the President was authorized to pay this 

1% lump sum immediately to those employees who signed a waiver requesting 

these funds for hurricane damages or insurance deductibles. 

The Foundation made $50,000 available from discretionary funds, creating 

an Employee Hurricane Recovery Fund. The Florida Association of Community 

Colleges contributed along with several other Florida community colleges, 

providing no-interest loans to more than 30 college employees. 

The Employee Development Program set up an Employee Distribution 

and Assistance Center (EDAC) with supplies distributed to employees. The 

center identified employees who needed help, coordinated work groups to 

remove trees, put up tarps and completed home repairs, assisting more than 150 

employees. 

A volunteer group prepared hot meals in the cafeteria for physical plant, 

grounds, and custodial staff, improving the efficiency of our worker's clean-up 

operations since most restaurants were closed. In addition, the College's 

instructional Child Care Center was opened for employees' children. 
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More than 40 students took advantage of free crisis counseling provided 

by the Health and Wellness Department. The period for students to withdraw 

with a refund was extended for those experiencing post-hurricane financial, 

personal, and family problems. The college bookstore replaced water-damaged 

books, obtaining donated copies from book publishers and faculty. Faculty 

members were given the flexibility to adjust class times and final exam schedules 

to recover as much instructional time as possible. 

The gymnasium was converted into a FEMA Disaster Recover Site and 

the Business Development Center partnered with the regional Economic 

Development Council to establish the Small Business Assistance Center. Over 

several thousand individuals and over 400 businesses were assisted with over 

$3.5 million in 'bridge loans'. 

Nursing students assisted at local shelters and three operatories in the 

Dental Clinic were made available for dentists and dental hygienists whose 

offices had been destroyed. 

We lived up to our mission, playing a vital role in helping the community 

rebound as quickly as possible. Across the country, community college 

employees are known for their creativity and ingenuity; therefore, our employees' 

response to this disaster was not a surprise. The immediate demonstration of 

dedication and hard work put forth by employees to repair the college , despite 

personal issues at home, was truly extraordinary. These restoration efforts 

coupled with the support provided to fellow employees and the community truly 

went beyond the call of duty. 
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More than 40 students took advantage of free crisis counseling provided 

by the Health and Wellness Department. The period for students to withdraw 

with a refund was extended for those experiencing post-hurricane financial, 

personal, and family problems. The college bookstore replaced water-damaged 

books, obtaining donated copies from book publishers and faculty. Faculty 

members were given the flexibility to adjust class times and final exam schedules 

to recover as much instructional time as possible. 

The gymnasium was converted into a FEMA Disaster Recover Site and 

the Business Development Center partnered with the regional Economic 

Development Council to establish the Small Business Assistance Center. Over 

several thousand individuals and over 400 businesses were assisted with over 

$3.5 million in 'bridge loans'. 

Nursing students assisted at local shelters and three operatories in the 

Dental Clinic were made available for dentists and dental hygienists whose 

offices had been destroyed. 

We lived up to our mission, playing a vital role in helping the community 

rebound as quickly as possible. Across the country, community college 

employees are known for their creativity and ingenuity; therefore, our employees' 

response to this disaster was not a surprise. The immediate demonstration of 

dedication and hard work put forth by employees to repair the college , despite 

personal issues at home, was truly extraordinary. These restoration efforts 

coupled with the support provided to fellow employees and the community truly 

went beyond the call of duty. 
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The strength of human spirit and the united efforts displayed before, 

during, and after these disasters have changed us. Exceptional employees, a 

solid crisis management plan, and lessons learned were all key in guiding our 

college through "the eye of the storm. n 
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Appendix K 

SPSS Printouts 
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Independent Samples Test 

Levene's Test for 
Egualltv of Variances 

F Sia. 
technology Equal variances 

1.326 .287 aasumed 
Equal variances 
notassumed 

programs Equal variances 7.774 .027 assumed 
. Equal variances 
not assumed 

community college Equal variances 
5.886 .046 aasumed 

Equal variances 
not assumed 

students Equal variances 
.050 .830 assumed 

Equal variances 
not assumed 

professions Equal variances 
4.054 .084 assumed 

Equal variances 
not assumed 

hiring/supervision Equal variances 
.412 .542 assumed 

Equal variances 
not assumed 

leadership Equal variances 1.480 .263 assumed · 
Equal vari~Jnces 
not assumed 
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( ( 

Independent Samples Test 

Levene's Test for 
EQuality of Variances 

F Sig. 
clerical Equal variances 

.697 .431 assumed 
Equal variances 
not assumed . 

training Equal variances 
1.726 .237 assumed 

Equal variances 
not assumed 
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Independent Semplu T•t 

t-test for Equality of Means 

95% Confidence 
Interval of the 

Mean Std. Error Difference 
t df Sla. 12-talledl Diffllfence Difference Lower Upper 

technology Equal variance& 
-.488 7 .640 -.8333 1.70783 -4.87170 3.20503 aeeumed 

Equal variances 
-.567 6.068 .591 -.8333 1.47007 -4.42067 2.75401 

not~med 

programs Equal variances 
-3.226 7 .015 -15.1667 4.70182 -26.28471 -4.04862 

~mad 

Equal variances 
-4.566 5.711 .004 -15.1667 3.30740 -23.35987 -8.97347 not aeaumed 

community college Equal var1ancu 
-2.662 7 .032 -9.0000 3.38062 -16.99389 -1 .00611 aeaumed 

Equal variancee 
-3.463 6.983 .011 -9.0000 2.59915 -15.14911 -2.85089 not aeaumed 

students Equ.l variances 
-2.H2 7 .069 -10.8333 5.05800 -22.79360 1.12693 aMUmed 

Equal variances 
-2.261 4.717 .076 -10.8333 4.79178 -23.37704 1.71037 

notauumed 

professions Equal variancu 
-.608 7 .562 -1 .1667 1.91796 -5.70192 3.36859 

auumed . 
Equal variances 

-.473 2.475 .674 -1.1667 2.46419 -10.04017 7.70684 
notawumed 

hiring/supervision Equal veriancaa 
-2.646 7 .033 -8.0000 2.26779 -11 .36246 -.63754 

aeeumed · ~ 
Equal variances 

-3.354 6.975 .012 -8.0000 1.78885 -10.23296 -1 .76702 
notaaumed 

leade~lp Equal variance& 
-1.130 7 .296 -8.5000 7.51902 -26.27967 9.27967 

a.umed 
Equal variances 

-. 942 2.765 .421 -8.5000 9.02250 -38.64788 21 .64788 
notaeeumed 

( 

1-111111 for Eaualllv of Means 
95% Confidence 

Interval ollhe 
Mean Std. Error Difference 

I df Slg. 12-taUedl Difference Difference Lower Upper 
1 aertcal Equal vanancee 

-2.084 7 .076 -8.0000 2.87849 -12.80655 .80855 -.mad 
Equal variances 

-2.432 6.127 .050 -8.0000 2.46757 -12.00764 .00764 
not-.med 

!raining Equal verianc:ee 
-.160 8 .878 -.3333 2.079119 -5.42263 4.75596 

~mad 

Equal wriancee 
-.139 2.862 .899 -.3333 2.40370 -8.19572 7.52906 

not-.med 
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Nancy Rehak Bredemeyer 

Employment 
Associate Professor and Department Chair 
Indian River Community College 
Ft. Pierce, FL Stuart, FL V ero Beach, FL 

Secondary and Adult Education Teacher 
Lee County School Board 
Ft Myers,FL 

Teaching Responsibilities: 

Developing and teaching courses in Interior Design Associate in Science Degree 
• Courses developed and currently teaching: Textiles, Principles of Interior Design, 

Residential Interior Design, Commercial Interior Design I & II, Interior Design 
Graphics, Lighting for Interior Design, Architectural CAD, Building and Barrier 
Free Codes, History of Interiors I & II, Materials& Sources of Interior Design, 
Interior Design Business Practices, Kitchen and Bath Design I & II, Interior 
Design Work Experience Practicums 

• Past responsibilities: 
Courses in AssOciate in Science in Fashion Marketing Management: Associate in 
Science in Human Environmental Sciences; Associate in Science in Food and 
Nutrition, and Ass~iate in Science in Child Development 

Program DeveloptMnt and Letulenhip: 
• Created and developed Interior Design Associate in Science 

Degree; Certified by the Florida State Board of Architecture and Interior 
Design, Graduates of program sit for the National Council for Interior 
Designers licensure examination 

• Created Kitchen and Bath Design Program; Program is endorsed by the 
National Kitchen and Bath Association 

• Developed Fashion Marketing Program of Indian River Community 
College. Program won national recognition by Delta Epsilon Chi, 
professional marketing association 

• Provided leadership as needed to Associate in Science Food and Nutrition 
Program developing linkages and training programs for St. Lucie, Indian 
River , Okeechobee , and Martin Counties School Food Service Programs 

• Created articulation agreements with Florida State University for transfer 
ofiRCC graduates into appropriate programs 
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Florida Board.of Architecture and Interior Design 

Currently serving as consultant providing input about educational 
programs and training requirements of Interior Design profession 

Created and provided Continuing Education Units (CEU's) for interior 
designers renewing state license 

Active faculty advisor oflndialtRiver Community College student chapter of 
American Society of Interior Designers, created organization 

Yearly Interior Design Showcase and Sale raises money for Interior Design Book 
Scholarship Fund and technology building, 1RCC Foundation. Student 
fund-raising contributions in excess of$25,000. · 

Active faculty advisor of Indian River Community student chapter of the 
National Kitchen and Bath Association, created organization 

Facuhy advisor for student marketing organization, Delta Epsilon Chi. National 
Awards for student chapter of the year and individual students. 

Recognized by students as teacher of the month, many times 
Nominated for teacher of the year 

Etbu:ation and Training 
Master of Science, Bachelor of Science 
The Florida State University 
Tallahassee, FL 

Associate in Arts Degree 
Miami-Dade Community College 
Miami, FL 

Many specialized seminars and workshops 

Licensing tlltll Cerlification 
State ofFlorida 
Board of Architecture and Interior Design 
Interior Design license 

Indian River Community College 
Teaching Certificate- Interior Design, all areas ofhuman sciences, education · 
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Technical Expertise 
• Advanced technology skills 
• CAD (computer assisted design) 
• Advanced textile design skills 
• Building construction and renovation, historic preservation , and interior space planning 

expertise 
• Business management ski ll s 

Professional Organizations 
• Florida Association of Community Colleges 
• Professional Member, International Interior Design Association (IIDA) 
• National Kitchen and Bath Association 
• Education affiliate, American Society of Interior Designers 
• American Association of Family and Consumer Sciences 
• American Association of University Professors 

Honor Societies 
• Phi Kappa Phi -Education Honor Society, Florida Atlantic University 
• Omicron Nu, Consumer and Family Sciences Professions, The Florida State University 

Chapter 
• Phi Theta Kappa, Academic Honor Society- Junior College, Miami-Dade Community 

College Chapter 

Most Recent Honors and A wards 
2005- Centennial Laureate Award from the College of Human Sciences, 
Florida State University, Tallahassee, FL 
Award recognizes alumni who have significantly sustained contribution in 
professional work that addresses the health and development of 
individuals, families, or communities. 

2001- National American Society of Interior Designers 
Outstanding Student Chapter Advisor in the nation 

2000- Indian River Community College 
President's Cup- Indian River Community College's highest leadership award 

1998 - Children and Families of St. Lucie County 
Interior Design Program of Indian River Community College recognized 
as Outstanding Volunteer of the Year 

Community Services 
Council on Aging, St. Lucie County; Habitat for Humanity, St. Lucie County; Museum of the Arts, Vero 
Beach; local public school systems 
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