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necessary for successful higher education administrators: (1)
understanding the nature and setting for administration in higher
education; (2) decision-making and communication; (3) understanding
the practice of administration. (MM)
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ATING IT PDINTS Of VIEW OR
STATED DO NOT NECESSARIL
SENTOFFICIAL NATIONAL INS
EOUCATION POSI TION OR PO

There are those involved in higher education administrative

- X3y

roles who tend to believe that competencies in the management areas

‘are not really of great importance to the success of their position. .

e
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Some believe that once a person has achieved the ultimate of "academia”
he can make any necessary adjustments, learn minimal key managemen£
principles while on the job and consquently perform effectively in his
role.

One only needs to observe the administration of hiéher education
for a period of time to note that there are relatively few individuals
who have demonstrated success within those parameters. Management
competencies (whether naturally endowed, or learned, or both) within
the higher education system are vitally important to the effectiveness
of the institution. Even the éevelopment of a cognizance of the
: »complexities*related to management and human endeavor ﬁight‘be of

-

some real value.

o~

. ! .
Particularly lacking in higher education is literature pertain-

ing to‘the jdentification and déescription of those competencies
importaﬁi'to the successful operation of middle-ménagement personnel
} in colleges and Universities and specifically, the roles of deans
dnd department or division chairmen. An attempt is made in the
following paragzaphs to identify some of these competencies and define
: roles so vital to the operation of these major units within and insti-
tution. .
It is an understatement to say that a university is a complex

organization with numerous subsystems and subsets. Within this pattern

N even faculties tend to structure themsclves bureaucratically in order 1

\\ to carry on their business. Consequently, the role of the deans and ) .

ERIC

smsmmopartment chairmen when competing for the power, control and'aﬁthority
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necessary to see th-at their functions are carried out becomns quite complex
;.nd includes many 1.ances far beyond that provided in academic training |
in a subject matter field.
It has been said that the ideai middle management administrator needs
to have a "nervous constitution", one which would permit him (or her)

to live habitually within the force of conflict and temsion. He (shz) also
needs. the ability to reduce the various intargible factars encountered daily
to'manageable levels of décision making and op;eration.| Since the essential
activities of a college genecrally take_ place in the minds of people and
their implementation of ideas, reducing these to a workable pcm'er-autf:ority-

" control network becomes a not s0 simple task. The challenge is obvious.

>

The Deanship .

The variety of higher education organizational patterns in the United
States almost precludes the establishment of a single, workable definition
with respect to the deanship. John Corsonl identifies a mmber of middle ‘
managenent officés bearing the title of dean.

They fall into six general categories: (1) those with
responsibilities for the whole institution, titled.dean of
faculty, dean of the university, dean of academic Affairs,
or even provost; (2) deans of students or dean of men and
dean of women; (3) deans of arts and science colleges, in-
cluding those of units within a university and of separate
liberal arts colleges (scmetimes urder the title "dean of
faculty"); (4)deans cf »rcfessionnl schools and colleges;
(5) deans of graduate studies; and (6) deans of evening and
extension divisions.

For our purposes, the classification of dean will be limited to
those xﬁiddle nanagement roles subordinate to the campus-wide academic
officers (vice president or provost) and usually asr;igned the charge of
a school, collage or division having sub-units headed by chairpersons

or sone similar position.




- cambinations of these;. (2) deans of professional schools such as laﬁ,

The three categories of deans within these parameters are (1) deans

- r———— o
S

of academic colleges or schools such as arts and letters, the sciences or

s

medicine, education, agriculture ard ergineering; and (3) in same instances,
deans of grad';late schébls and déax';s of evenirg and extension programs. |
Few institutionssdel:i.né/ate actual roles for their academic deans. An
examination of fifty institutional codes and ky-laws reveals rather
general statsments with respect to specific duties and only five institutions
out of twenty four surveyed reported having detailed position guides developed
internally. |
The following rale-guide for the deanship of a professional school in
education might well serve as a working model in developing guides for one
of the three categories of deanship. 2

College of Education - General

...Related problems which concern colleges of education include:
(1) relationships with the public schools in the area upon whom
it must depend to accept its product as well as assisting in the
laboratory experienca for teachers, (2) public relations for the
college as reflected through contacts with various, commmunities in
the service area, (2) certifving ccnpletion of course requirements
for increasingly camplex credontial requirements, (4) advisement of
students interested in professional positions, (5) enforcement of
standards and requlations, (6) interpretation of policies, (7)°
research in teacher education, (8) the development of appropriate
graduate studies related to tne progaraticin of professional
educaticnal personnel of all lewvels.

The Icadarship Role - The Deanship

The Dean of a college of education must provide leadership

in all of the functions listed in the forzgoing paragraphs.

His specific role might well Lo guicivided into two major
categorics: (1) leadersnip functions partaining to administration
of orgznirzational detail, ard (2) leadership which is concerned
with the nore abstract phases of human engincering.

The loadurship functions undax the first catefory (adninis-
tration of organizaticnal dotoil) would include the following:
(1) o anizaticinl reldtionships within the collicge and betweon
the coiiuge and oliwy adwdinistoation unite in the university,
(2) record keeping wi.d provisiows of sorvices for faculty, (3)
interpr.tation of aredenticl royulations, (4) cval@aticm of
staft, (5) acguiriny new faculty, 116) blidgetary mattors




(7) new legislation, (8) public relations, ard (9) administration
of alt related.dstails required-of-this office. This does not
~ infer that the Deun must perfém all these functions; it does
~ -imply, Rosever; that he has the responsibility of seeing that

. -

they are performed in an efficient and accurate manner.

. The second sub-division concerns the mgre abstract factors
related to any leadership functicn. These include (1) motivation,
(2) enccuragement of creative, teaching, writing and experimentation,
(3) utilization of resources, (4) innovation, (5) facuity
involvemient, and (6) faculty morale. The permeating factor in

the entire list of functions assumes that the facuity will be
involved through representation or directly, in all situations

which specifically affect them or their assigiment.

The Devartrent

| research-specializations. &as professional sclicols developed, othexr sub~
a

Historig:ally departmentalization was a consequence of categorizing

urits organized on the basis of function and services perfo;:med emerged

until now ve have the current diverse organizational patterrs. thile

departmental structures appear to have several camon or ocore characteristics

their operations may vary samewhat depending upon thie philoscly cf the ccllege

and university of which they axe a part. It is still true, however,
that departments generally remain as basic units of the administrative
structure and h(ave retained the powe.f to initizte most ;agtions affecting
the operations of the imﬁtuﬁon.

The following sumarization of department structure/department
chairmen rolss provide scme common factors related to fumction reported in

eight responses to qur survey. Only twenty-four of 100 institutions

_ax”contacted responded in any way.

Organization and Autcnamy of the Department

A department, the basic instructional administrative unit estab-
lished by the University, shall be orgrmized by its faculty for
the porpose of carsyirg on instruction and rescurch in a pactic-
ular field or fields of knowledge. The faculty of a department
shall include all vorsons of the rank of instructor or &ove whan,
on the narination of the chudiman ard Daan of the Culloge, axe
appointcd or assigned to it. Woen individuals who do rot alrcady
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2.1

2.2
2.3

2.4

2.5

2.6

2.7

2.8

2.9

hold rank as full-time mombers of the teaching faculty are employcd
for administrafive positions and are given academic rank, such rank
shall be granted ir a particular academic department only with the

“approval of the department in question. -

The department as an entity may be assumed to have the fullest

measure of autonomy consistent with the maintenarce of college and
University educational policy and correct academic ard edministrative
pelations with the other @ivisions of the University. Should a

dispute arise between a departmont and another unit of the

University concerning the proper limits of authority and responsibility,
the department may appeal to the Dean for a ruling. If necessary,

it may then appeal to the Vice President and, thence, to the

 President.

Duties of the Devartment Chairmen

Organize the department. Organization of each department shall

be done jointly by the faculty and the chairman and may be altered
by mutual agreement at amy time (a request for change may be ]
initiated by two-thirds cf the faculty.) Final approval must be
given by the college. '

Camunicate with the department for the administration.
Conmunicate with the administration for the depar&f\ent.

Assure responsibility for his staff:

a. Initiate recormerdations for new appointments.
b. Initiate recoiwandations £or reappointments.

c. Initiate recormendaticns for salary changes.

d. Initiate recormendations for terminations.

e, Initiate reccrirendaticns for tenure.

£. Initiate recomwndations for leaves of absence.

g. Initiate recawiendations for prcmotions. *
h. Initiate reccnwendations for assistantships, fellowships, and
scholarships.

Prepare budget requests &nd supervise the experditure of funds
allocated to the depurimant. .

Reconmend the appointment of and supervise the work of non-academic
department stafi. '

Supervise the use and assignment of allocated departmzntal space
(excluding genzral Classrcams), facilities, equipment, ard
supplies and maintain an inventory of the latter two.

lold reqular departmont mectings, as seems most aporopriate -
within the organization of the department; also upon request
of any member of the department faculty.

Arrange teaching schicdules and othor progrens, including graduate
offorings, if any, foi the most el fective use of faculty resources.

b4
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2.10 Initiate and/or consider proposalsd for chargos in the curricula i
including graduate prograns, if any, and forward to the Dean of
the College for disposition.

2.11 Be res;ponsfble for the exccution of college and University
policies and rcgulations.

2.12 Strive constantly to improvre the quality of teaching and researci.

2.13 Create the proper intellectual envirorment for the best development
of scholarship. ‘

2.14 Work with the Director of the Library to enrich the collection,
giving due attention to planned research and future growth of
the department. : ’

2,15 Make recommendations through the Dean of the college or the
Director of Suwer and Off-Cempus Programs as to proposals
for course offerifgs in the sumwer school ard personnel to.
be employed.

2.16 Represent the department before camittees, councils, and other
bodies when reguested to do so. .

2.17 Be rosgonsible for revision ccpy for the catalog and other
bulletins, including major and minor reguirarents, and consult
other menbers of tne department where desirable.

2.18 Coordinate and neke reooimeniations concerning the advising of
majors in the departments.

2.19 Cooperate with the depart:'nent and the administration in planning
physical facilities appropriata to the functions of the department.

2.20 Encourage research and publication. Mcet with indjvidual faculty
renbers on opportunity for, and support of, individual research
or study.

2.21 Orient mew faculty merbers in departmental policies and rrocedures.

2.22 Be responsible for the discharge of unspecified duties pertirent
to his office. .

Department. chairmen generally are chosen in one of three ways or combinations:

(1) through direct agpointment by the President, Vice President or Dean

ugen consultation with the faculty, (2) appointment contingent upon noni-

nation of the faculty, aw (3) elcction. Chainren genorally are middle-

opaganent porsonnel and as a rule should be appointed witt, same form of

faculty consultation involvad. The practice of rotating leaders cvery

e e
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two or three years usually is not effective since;; continuity is limited.
$
Tt takes time to learn tha precodures established in a bureaucracy and

PP P

consequent effectiveness both politically and administratively may be
considerably diminished when selection is based upon popularity or

politics with little interest or preparation in the leadership role as

W BU N3RPT NAYY L NI

a factor.

Dean - Chairmen Relationship

»
P

The relationship between the Dean and his Department Chairman

chviously depends upon both personal and operational factoré. If position

guides are Geveloped to provide the foundation necessary for decision-

.

making, and if the persomnel involved have some understanding of the
admiiistrative process and are individuals of ccmmon sénse and compassion
then a positive warking relationship is possible. Both positions are
basically .r*-.sponsible for the same things at different levéls of decision
making. The following diagram depicts this relationship with respect to

certain selected responsibilities.
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Faculty and ‘student participation in all of these functicns are
esscntial elemants.

Whatever organizati;anal units are developed within a college, school
or division, they should be constructed around related functions, each ‘
area having Gefined responsibility, authority anc; a clearly understood
chain of ccmmand.

i One of the really "sticky" situations in a large nunber of insti-
tutions is the relationship of the graduate dean with the écadem'..c deans,
the academic programs, the depariments, faculties and students, The
greate's;‘t amount of discontec:t appears to be evident in those institutions
wheré the dual control concept over faculties and students is involved |

ir? l'inzagr‘a:'n acainistration. The x‘mre leaders to whom a person is directly
responsible, the more danger there appears to be of a fragmented pluralisn .
developing in the administrative_a process. Cofxfus:ing frustration and ‘
.unproductive. conflict are often the by-products. ‘

In those institutions where the graduate dean serves as a coordi-
nator and provides ;',ervices for students and faculty and. the pregrams

remain the responsibility of the academic or professional school deans, :]
the entire cperation functions at a much more effective and efficient levels. 1

Competencies ;

Certain basic competencies (skills and undcrstandings) are both
characteristics and necessary for the success of administration (micdle
management) in higher education.

Three of these and their sub-campetencies are

A. Understanding the Nature and Se&ing‘for Administration in

Highor Education ‘
--The Context ‘ . ‘
H

|
~-The Adiministrative DMrocess | . l

--Iondarships  Definitions, Images, and Dynamics '} ‘

\)“ q
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--Procoss and Institutional Organization

.

B. Decision Making and Camunication .

* =-Understanding the Decision Making Process
—-Cammunication: What it is, how it works
C. Understanding the Practicc of Mministration
—-Roles of middle manageamont personnel
—-Selection of Personnel
~—Program Development
~-Budget Develcpment
—-Plant and facilities utilization
It is virtually impossible to develop all of these in depth in this
article. However, each of these competencies will be generally defined

and discussed to a limited extent in the following paragraphs.

-

COMPETENCY I "

Understanding the Nature and Settirg for Administration in Higher Education

In any instituticn the fommal organizational structure serves as
the primary source of pover in decision making. How individuals interact
within this siructure depends a great deal ugon the pe;:ceptions of
leadership thot students, faculty and administrators h;ve of their position
in this operational matrix.

Kingman brewster Jr.3 concluded that a majority of faculty were not
sufficiently intere§ted in devotirg a majority of their time and‘ attention
to the running of a university to the point that the concept of
"participatory democracy" will be truly democratic. Other date tend
to support this concept. A majority of faculty are interested in
teaching, rescarch, publication and scrvice as they should be. In a sense,
because of their relatively navrow interests anrd their in-depth training

in specific suhject arcas faculty tend to live in an atmosphere of

10
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"isolated proximity." Becaming involved in administrative pluralism and
political unuerism is usually not their "bag."

Faculty senates generally involve a relatively small number of staff
and a smaller muber of students in their decision making process. A much
smaller and less representative proportion of this greup participate and are
identified as the more vocal, active personalities. At times this type
of parzllel administrative structure inhibits eﬁféétive decision m.kmg
since it is almost impossible to ideate all parameters relating directly
to roles ard the aut.;hority necassary for the deciéion to the finglized and
an institutional cammitment made. .

This does not preclude considerable faculty involvement :x.n decision
making (transactional style) middle-levels of management in an institution
but does require a knowledge of management s:u]ls and processcs to
enable any decisions to be made atcall. Br.evstcf (’ i/'r;t.' “?:ts his feelings
relative to the sharing of the Mrecader decision making processes at the
higher level in this manner.

Not cnly the capacity to make decisions boldly and cons:.stently
but also the cruallty of those decisions urges thati inherently
exccutive matteys not be distorted oy heing poured inte a
quas:.ucglslau.v\. group in thc name of representaticn.

Universities are notorious for their ineffective, tur:e wasting, time
consuning canmittee structures. Although ccmmittees are a neccssary
component for in-put.relative to the decision making process, few
effectively contribute to the goals or purposes dosignated. At all levels
of university ad{ninist.ration, even the middle management areas, the concept

of "isolated proximity" where cach ficulty member as a specialist in

a cortain ficld is oxpocted to talk to rathor than talk at another colleagua

with a diverse bachground often prohibils consensus on the issue at hand

which may ir.o@d be tetally foreign to cach mawber of the comiittee,

11
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Keltnefi in discussing principles relating to group

decisions concluded that
_ The more abstract the proposition under consideration,

the greater the possibilities of joint agreement, and

the more concrete the proposition under consideration,

#he less opportunity for full agreement. )
"He also indicated that agrecment was not synonomous with .
commitment and when agreement is imposed upon a group via

forced consensus there will, in ail probability, be no real

commitment on part of some members of the group although a .

representative decision will be recorded. hese committee

decisions are more “ceremonial" than sincere.

-

- p————




Drganization ) - .

, . d
By definition an orgarization provides for the arraigement

.
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of persomnel to facilitate the accamplishinent of same camon goal(s).

This gencrally requires (1) a describable structure, (2} a structured

L e dat b

expression for ratlonal action (process) ard (3) prov151ons for a
system of cooscration. One sign of a healthy organization is its
ability to effectively orient new members and slough off those who
cannot perform or produce.

Whenever any organization attempts to develop a clear-cut
division of its activities with a hierarchially arranged authority
pattern a beauracracy is formed. Faculty to a great degree are controlled s
by their social, political and professional (téchnical) relatic;nship to
this k;eauracracy. Few university si:ientists, for example, own their
own equipment. To complete their work they must be enployed by an
organizatic;n which oms the cyclotron, the test tube and the laboratory
facility. The legal authority with respect to decision making becomes
more corplex when these circumstances are understood.

The cham of cammand within a line and staff pattern generally
runs fcom the legislature, a governing board, the presi:Jcnt, his
appomtcd administrators, deans, department chairpersons and faculty. ‘
Staff pC.‘SltlcnS are those special roles which extend or evolve fram any of
the line positions bu._ do not have line authority except through the
administrative position from which they evolved Examples are librarians,
legal officers, publications specialists, buc’.get officers, maintenance,
research officars, etc.

The institutional character of a university and its sub~systoms

is detormined by the operational philosophy of the appointed status “

leaders. Whothar the administrative unit is centralized/decentralized,

or tall (layered)/ flat deponds upon the leadorship and its knowledge

13




of organization ard operation. Obviously um:léual pressures from above
c;n seriously restrict the effectiveness pf decans and department
chaimen. .

A "tall" organization is so structured that numerous hierarchical
channels must be followed before any type of formal decision can be made
and action taken. A "flat" organization is designed to allow tixe
president or his immediate subordinates to have direct lines to the
pase of the organization while by-passing the middle-management
areas. This type of structure o;ften is highly centralized and provides
the chief officer with almost total control over the instit{ltib -
an impossible assignment. . An overly decentralized organizational
pattern allcws almost total authority and sutonamy at middle management
levels. This too in practice hirders the process of interaction between
all levels of the hierarchy. Cbviously a coxbination of ;:hese structures
is the most workable, its effectiveness based upon the goals, needs ard
talents available in each institution.

Numarous studies have beer; corducted in business, industry and education
relating to qualities of good and bad leaders. Same characteristics
comron to good leadership cbserved in most of these studies were

1. People not "thing" oriented

2. Self-confidence: Believe they can do well and they their

subardinates can do well

3. Capacity for ewpathy ,‘

4. Effectiveness often depends upon "“fit" within a situation

Ieadershiv Stvles

Knozevich®identifies three basic leadership styles .which leaders ;

in.practically any role developy One, classified as nomothetic is the

| |
14 | 3
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14
by~the-book, code or institutional oriented leader. Decisions are
based purely upon the rules and regulations developed thus relieving

any major personal responsibility for unpleasant decisions that

need to ke made. Insecure, unknowledgable administrators often

develop this style of operation. A second is 1§belea'as ideographic.
This is an ego centered style which places the self and ;éréghality
in opposition to the institutional guides and policies. 1In this
style of operation promises are made in feséonse to varying and

even differing pressures with little consideration for institutional

guidelines. The real difficulty lies in finally being required

to make a decision affecting these various committments.

The third style of 1eqdershib is defined as transactional
or subordinate centered. This utilizes a goal-oriented subordinate
invelvement decision makihg process following institutional
guidelines and policy but operating so that the individual
personality is not destroyed. Excepticns may be made not necessarily
on expediency but with serious thought given to éhe consequences
of the decision. This is by far the most demanding yet
effective style of leadership.

Martha A. Brown7 of Stephen Austin State University conducted
a study of what kind of leaders faculty wanted. She surveyed
upper academic rank faculty in twenty eight public.colleges
and universities in four'states. A summary of her study indicated
that:

1. ...there is a strong relationship between the professor's

satisfaction with the interaction of his superior and

the leadership style of that superior.

15
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2. ...data from this study tend to indicate that there is

a stronger dislike of authoritarian than a liking

for democratic styles.f

3. ...while the professors clearly preferred a subordinate-

centered leadership they do not necessarily favor the

most extreme of the transactional style.

4. ...in this study the professors stated a preferénce for
a leader who presents problem, éets suggestions, makes -
decisions or defines 1imits and asks colleagues to help
him make decisions, as opposed to the more authoritarian
decision-making arrangements.

Final or ultimate responsibility cannot be delégated. These

generally have legal basis and can only be changed in the courts

or through law. However task resvonsibility with commensurate

authority to make decisions may be and should be delegated.
Whenever a position such as a chairmanship is delegated three

major points should be clearly in the mind of boéh the appointer

.
»

and the appointee.

1. A clear assignment of duties should be identified.
2. Authority commensurate with the assignment should be
7 given. The delegate muét be allowed to make commitments
within the parameters of his assignment.
3. There is an obligation on the part of the subordinate

. to the executive for satisfactory pefformance.

B
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COMPETENCY II. e eaew a

Decision Making and Communications -

The Decision Making Process

The process of decision making is simple to outline. The
implementation of the process is a comple£ one, however, and
becomes quite complicated if all the consequences are considered.
The steps involved are ;

-~ 1. Recognition of and identification of the problem.
2. Study the problem-utilize resources and consultants. T
(Avoid using too many consultants.) :
3. List all alternatives and their consequences.

4. Establish priorities based on conseguences.

5. Make decision.

6. Evaluation of consequences.
The integrity of leadership and the subseq.ent decision C e
making process develops the confidence necessary for the

positive operation of any institution. Autocratic or anarchic

experience on the part of the dean of department chairperson.
The consultative process must be open and free and delegation of ;
the assignment related to the decision mﬁst be clear and provide the
discretionary authority necessary.

The human sacrifice concept sometimes utilized by
adninistrators is unrealistic more often than not. One shouldn't
accept a position intending to be a martyr-he(she) might
succeed and at times with little or no benefit to the department
or school. Goodleaders are not expendable, fhey are vitally

imporiant tc the effcctiveness of any program of project.

17
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common purpose,and achlevement--an atmosphere for motivation - =

—— — -

an aura of mutual stimulation. Decisions then result in a

- - -

greater number of commitments than agreements or simple
acquiesence. Good governance places an extraordinary émphasis
upon the consultation process and the effective use of compromise.
Perhaps dears and chairpersons should act more as consultants,
sounding boards and communication interfaces rather than a role
playing, status seeking léaders.

As Alvin Toffler has pointed out both in his speeches and
writings, decision making in this accelerated, revolutionary
society must be made more -quickly and the conséquences of these
actions last for a much shorter period of time." More "first time"
things are happening than ever before in higher education and
one competency that administrators must develop is the ability
to accept diversity and adapt to the anti-massification movement
o) cleariy developing in our society: 1

There simply will be more new decisions in a more decentralized
institutional pattern. The middle management leader will need to
develop a new system of communicationsand a new sense of
openness toward the whole concept of change.

It is not always possible for the department chairman or dean
to provide a highly intellectualized form of leadership. His main
function at 8:00 a.m. might be to have a portion of the floor
cleaned in a classroom or a lock fixed on a faculty members

door. That's the way it often is regardless of what one belicves.
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To permit good communications flow one should not establish

hazy, poorly defined chains of command. A professional skepticism
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exists regarding any administrator in highér education ard one

q

should not strive to re-enforce such an_attiﬁudé thorugh poor
administrative procedures. Communications channels should be just
that and not devised to delay; emasculate or divert information.

Open dissemination of information greatly affects relationships
with faculty. However, indiscriminate distribution can lead to
miéunderstanding and ill-will. Communication is more than verbal.
It involves the transmission of beliefs, ideals, personal traits
éven emotions and any abortion of these values add <o the

complexity of -the leadership process.

‘ COMPLTENCY IXI

Understcanding the Practice of 2Administration

John Corsongin defining management tasks writes

A principal task of managenment is to.

».

receive information, to compare this infor-
mation with some ideal and to issue orders
which it believes will make the entexprise
more effective.
Management roles require knowledge about name areas. These
- . include budgets, facilities, programs, decisions, personnel,
politics, rules and regulations, political processes, change

: processes and on and on.

’ The higher education manager needs to learn or develop some

understanding of all of these factors. lle nceds to develop a
sense of timing with respect to decisions and their effect on X
the arca involved. Clearly the xnowledge required of the

.
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sub-competencies in this unit provide the "gut" data necessary
for the institution to function well.
Summary
There is no doubt that academic leadership requires courage.
Middle management leadéfs must work effectively with students,
faculty, administrators,.regents, the public, the community,
the -state, the nation and even world forces in some instances.
He must be a consultant, a listener, a communicator, a
change agenﬁ, a {pnd raiser, an evaluator, a teacher, a decision
maker and a scholar. Such competencies are not ones generally
"picked up" in a year or so without in-dépth study and training. |
One cannot exist long nor work effectively unless he has certain
pérsonal qualities of which humaneness is vitalz -The effective
higher education leader must be an actﬁalizing individual --
one who appreciates hinself, respects others and recognizes

the unique worth and potential of human beings.

NOTES _
»
1. John J. Corson, Governance of Colleges and Universities,
(New York: McGraw-Hill, 1960) 20-81.

2. College of Education, University of Nevada, Las Vegas

3. Kingman Brewster, "politics of Academia," Power and Aunthority,
- By Harold L. Hodgkinsen and L. Richard Meith, editors, (Jassey-
Bass, Inc. Pub., 1971) 54-64

4., Kingman Brecwster, 0Op. cit. pp. 5758

5. John W. Keltner, Interversonal Speech-Communication,
(Belmont, California: Wadsworth Pupblishing Co. dinci, 1970) 153

6. Stephen J. Knezévich, Administration of Public Education,
Second Edition, (New York: Harper and Row, 1969) 103-104

7. Martha A. bLrown, "What Lind of Leaders Do Faculty Members Want?"
College Management (January 1973) pp 25+

g. John J. Corson, op. cit., p. 133

20

P

o e e

e e e v



