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Colleagues, 

Welcome to sunny Palm Springs!  It’s �me for a much needed and necessary break 

for all of us, and for me to be with colleagues and friends that can relate to the good, 

bad, and ugly of the past year.  I cannot count the number of calls I have placed, or 

received, about a myriad of personnel issues and ini�a�ves resul�ng  

from the ever shrinking state budget and the ever increasing demands on Human  

Resources. Does the below sound all too familiar? 
 

 

Have you implemented or are you planning to implement employee furloughs or  

salary reduc�ons, supplemental employee re�rement plans, layoffs, benefit caps, 

and/or other concessions through nego�a�ons?  
 
 

S�ll breathing and s�ll sane (with a li*le help from my ACHRO/EEO friends) below  

are some 2011 ACHRO/EEO high-lights.  

Title 5 EEO Revisions 

We are pleased that the revisions to Title 5 have been adopted by the Board of  

Governors – pending approval by the Department of Finance. Much thanks goes to 

the Title 5 wri�ng team, which includes but is not limited to John Tortarolo, Chair, 

Karen Robinson, Laura Schulkind, Sheri Wright, and Irma Ramos.  We also thank Tosh  

Shikasho for all his efforts! 
 

Revision and Adop�on of ACHRO/EEO Cons�tu�on and By-Laws 

The ACHRO/EEO membership adopted its revised Cons�tu�on and By-Laws on March 

24, 2011. Significant changes include the posi�ons of Treasurer and Secretary being 

consolidated, and the Human Resources Consultant or designee serving as the Mem-

bership Director.  
 

U.S. Department of Educa�on Community College Summit and ACHRO/EEO 

 

On April 15, 2011, I was able to represent ACHRO/EEO by par�cipa�ng in the White 

House/U.S. Department of Educa�on’s fourth regional community college summit – 

hosted by San Diego Community College District. The summit was in support of  

President Obama’s goal in having the highest propor�on of college graduates in the 

world by 2020. 
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Wyman M. FongWyman M. FongWyman M. FongWyman M. Fong    

APAHE and ACHRO/EEO 

In my other capacity as Vice President for Asian and Pacific Americans in Higher Educa�on (APAHE), I was pleased 

that ACHRO/EEO members assisted with the APAHE na�onal conference (see apahena�onal.org) this past February.  

We organized a workshop en�tled “Human Resource Services Execu�ve Panel: Behind the Curtains.”  Panelists 

shared their perspec�ves as it relates to promo�onal opportuni�es, and had a candid discussion with a*endees con-

cerning barriers affec�ng the Asian Pacific Islander community.    A big thanks to Abe Ali, Linda Beam, Cynthia Hoo-

ver, and Gene Huff. 

 

ACCCA and ACHRO/EEO 

I want to personally thank the Associa�on of California Community College Administrators (ACCCA) for highligh�ng 

ACHRO/EEO this year.  An ar�cle was recently published – providing awareness of our organiza�on to its member-

ship, as well as ACCCA support for the development of their human resources professionals by encouraging them to 

a*end the annual ACHRO/EEO fall ins�tute. Congratula�ons to our very own, Linda Beam, as ACCCA President-Elect!  

 

CCLC AND ACHRO/EEO 

A special thanks to Kimi Shigetani, Vice President, Community College League of California (CCLC) for fostering dialog 

regarding poten�al partnerships with ACHRO/EEO.  I look forward to providing you with more updates as we further 

build upon this rela�onship. 

 

ACHRO/EEO (Now) and ACHRO/EEO (The Future)  

A key purpose of the Associa�on is to take re-

sponsibility and assume leadership for the profes-

sional development efforts of human resource 

professionals. As with last year’s theme, ACHRO/

EEO: The Next Genera�on, we will con�nue with 

this focus and rela�onship building through the 

leadership of Cynthia Hoover – our next ACHRO/

EEO President.  A big thanks to Ron Cataraha, 

Wayne Murphy, Marcia Wade, and Abe Ali, for 

joining Cynthia Hoover and me for the opening  

pre-conference workshop  �tled “Taking the 

“Para” out of “Para-Professional”:  

Transi�oning into Management. Developing our 

future leaders (from within) is a high priority.   

 

Have a rejuvena�ng conference! 

 

Sincerely, 

 

 

 

Wyman M. Fong,  

ACHRO/EEO President 

WFong@clpccd.org  
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OMG, What Do You Do When An Employee Commits An Embezzlement? 
By: Edward C. Saucerman, LPI #24454 

The Titan Group, Professional Investigations 

 

Over the past 23 years, I have spent my time investigating various types of theft as both a Police Of�icer 

and Licensed Private Investigator. One of the most commonly disregarded crimes in the workplace is 

Embezzlement.  What does a person who embezzles look like? They can be your co-worker or your  

supervisor, so don’t be afraid to seek the truth.  We all look at the fellow employee as dedicated, trust-

worthy and hard working, even if the employee is a faculty member or President of the College. We 

want to believe people mean well, however that is not always the case.  More and more during these 

days of hard economic times, employers are faced with cases wherein employees are pilfering from 

their employers whether it is scrapped metal from the maintenance yard or electronics from the of�ice.  

Don’t ignore crime when it has been committed and the red �lags that go along with these types of  

investigations. Embezzlement is the 

stealing of funds or property from an  

employer, company or government or 

misappropriating money or assets held 

in trust. Embezzlement is a Felony in  

California and codi�ied under Penal Code 

section 503.  Report crimes on campus, 

and don’t conceal or sweep Embezzle-

ment under the good ole’ rug. If the case 

involves theft of funds, I recommend us-

ing a quali�ied CFE/CPA to conduct a fo-

rensic accounting and if a computer is 

involved, a Certi�ied Computer Forensic 

Examiner to gather additional trace  

evidence.  Often times, we don’t want to 

spend the money on these cases and 

want to see them just go away, but with 

due diligence and the right investigation 

plan in place, you will prevail in the long 

run with either a resignation, termina-

tion and/or an arrest of the wrongdoer.  

 

We can be located on the web at 

www.thetitanpi.com or 1.877.TITANPI.         
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New Administrator Orienta�on, by Robert Griffin 

Everyone, regardless of how qualified they are, has a sharp learning curve when they start a new posi�on. This is par�cularly true 

of senior level administrators that are new to Districts and colleges. A way to shorten the learning curve, or strengthen the learn-

ing is to create an individualized orienta�on for new administrators. We can start by asking ourselves, “what must every senior 

administrator know about our college and/or district to be an effec�ve leader?” and to develop an orienta�on program that sup-

ports their learning and their success. 

When your college/district is engaged in hiring a new senior level administrator, it is commi*ed to finding the best person possi-

ble. The process to hire the best includes countless hours of work by individuals and groups. When the final decision is made and 

the person is offered the posi�on, we expect the new administrators to hit the ground running. Far too oIen in their efforts to 

start running, they have to learn for themselves, by trial and error, where the goal line is located, as well as what and where the 

obstacles are located on their path to success. This takes valuable �me and effort and too oIen causes avoidable delays, or under-

mines their effec�veness on key issues, or ini�a�ves. 
 

Colleges/districts are commi*ed to crea�ng strong leadership teams, a very important step in adding a new member to the team 

is to strategically invest in their success. New administrators want to be successful.  To oIen their �me is taken up by a crisis or 

important tasks, which does not leave them a lot of �me to stroll casually across campus or around the District office in an effort 

to develop a working understanding of organiza�onal culture or the unwri*en processes and procedures for geKng things done.  
 

An op�on is to set up a series of appointments for the new administrator, over a period of one to two months. It is not necessary 

for them to know everything or meet everyone immediately. These appointments should be priori�zed based on what they need 

to know or understand to provide leadership on important issues or task. The appointments should be driven by what a college or 

district knows every senior level administrator must be aware of and issues that came from the process of developing the job  

descrip�on and interview ques�ons for the posi�on. 

Examples of appointments/mee�ngs: 

∗ Classified Senate Leadership   

∗ Student Government Associa�on Leadership 

∗ Human Resources – review  nego�ated contracts  

∗ Budget Officers 

∗ Diversity Officer 

∗ Ins�tu�onal/District Researcher, Technology 

Group 

∗ Small group discussions - SLO’s, Basic Skills 

∗ Accredita�on, Educa�onal Master Plan,  

Strategic Plan and Planning 

∗ Staff Development, Evalua�on, Professional  

Development 

∗ Dean Councils (Student Services and Instruc�onal) 

The purpose and agenda for these mee�ngs should 

be framed in advanced.  Don’t assume a mee�ng will 

accomplish the intended purpose, have a ques�on or 

discussion item iden�fied to address. An example 

would be to clarify “why it is important to meet with 

someone from research and what is important for 

the new administrator to know”. 

Colleges and District invest a great deal of �me and 

resources in selec�ng the right person/leaders for 

their organiza�on, developing an individualized ori-

enta�on for the new administrator could prove valu-

able to their ability to “hit the ground running” to-

ward your ins�tu�onal leadership goal. 
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OBSERVATIONS ABOUT CEO SEARCH POOLS 2011 

Donald F. Averill, Ed.D. 

 

Over the last ten years, I have been tracking the turnover of those in posi�ons of the chief execu�ve officer in 

the California community colleges, as defined in that State.  Since joining Professional Personnel Leasing (PPL) in 

2008, that report has been maintained on the PPL web site at www.PPLPros.com .  PPL has been providing exec-

u�ve searches since 1978, accoun�ng for many of the current CEO placements in California. 
 

Several research efforts and ar�cles have appeared in the community college educa�onal press, in the ACCCA 

Report, CCLeague Report, and in the work of Terry O’Banion, CEO Emeritus of the League for Innova�on. The 

last defini�ve report by the CC League was prepared by Rita Mize in the “CEO Tenure and Reten�on Study” 4
th

 

Update, January 2003 --- December 2006.  This report has been the only defini�ve work that addresses tenure, 

demographics and the changing scene of then currently serving California CEOs. 
 

Both the CCLeague and the PPL efforts in tracking changes have con�nued and tracks presidents of mul�-college 

districts, Superintendent/Presidents, and Chancellors.  The PPL report also includes the CEO of professional 

groups such as CCLeague, CCLDI, and ACCCA.  A copy of the April status report is appended to this ar�cle. 
 

Based on these categories for tracking CEO turnover in California, there are currently 133 iden�fied CEO posi-

�ons.  This includes 23 Chancellors of mul�-college districts and 48 Superintendent/Presidents for a total of 71 

community college districts.  FiIy-eight (58) presidents serve in the mul�-college campuses and there are four 

(4) provosts or CEO’s    The 133 func�onal CEO’s would serve as the devisor in defining turnover percentages 

each year. However, five colleges were added to the total campus count in the last six years so that there is a 

slight skew in defining the ten year average.  The State is experiencing approximately a 15 percent turnover in 

the CEO ranks each year which I would contend is fairly reflec�ve of na�onal turnover rates. 
 

A great deal of concern was raised in the field in the 2007 -2008 fiscal year when 45 CEO’s leI their posi�ons.  

This came to the a*en�on of the group that was heading up the Community College Leadership Development 

Ini�a�ve (CCLDI) and, as a result, focus was strengthened on increasing the number of academic and leadership 

development ac�vi�es for community college leaders available to those interested in filling leadership posi�ons.  

Several posi�ve efforts came from this concern including: 
 

• Increasing the number of staff development programs within the community colleges; 

• Suppor�ng the development of the Ed.D. program for educa�onal leaders in the California State  

 University System; and 

• Ini�a�ng the Community College Leadership Academy that currently is operated out of the University of 

 San Diego; 

• This effort has increased the available pool of new leaders in the state, as well as the work of the  

 Associa�on of California Community College Administrators  (ACCCA) in providing for an outstanding 

 mentoring program serving approximately 30 developing leaders each year; the ini�a�on and opera�on 

 of Administra�on 101 and now 201. 

(continued on page 11) 
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The chart below provides a picture of the turnover rates among the classifica�ons of CEO’s over the last ten years.  I 

have listed the poten�al star�ng group for openings in 2011 – 2012 which is heading us toward another significant list 

of changes next year. 

 

 

 

 

 

 

 

 

 

 

 

 

Several observa�ons on the CEO turnover rate have been reported in ar�cles on a na�onal level, but there is no real 

iden�fied reason for the spike in 2007 -2008.  It is obvious that the rate of turnover has moved back to the average 15 

percent level in the last few years.  In the early studies the concerns were focused on several important concerns: 

♦ The gender distribu�on of CEO’s – Over the years, the CEO posi�on had been not only a male dominated posi�on, 

but also weighted to the Caucasian ethnicity.  A*en�on has been given to the issue of gender equity in the earlier 

reports.  Some gain in gender equity has been realized, but the overall gain s�ll does not match the gender or eth-

nicity distribu�on for the general popula�on.. 

♦ Promo�on has been given to diversity in the CEO pools – The effort on diversity extends over the ten year period I 

have reported.  Originally there were big gains and now there is slippage in the diversity numbers:  A picture of the 

current distribu�on for 2010-11 is reported below: 

 

Female     50  38% 

Male    83  62% 

Caucasian      89  67% 

Hispanic    21  16% 

African American   17  13% 

Asian      6    5% 

 

It is apparent that California has a long way to go to have the diversity of community college leadership reflect the 

popula�on of the State.  Part of this may be �ed to the diversity of available new leaders, but there are many other 

contribu�ng factors.   

TEN YEAR TURNOVER RATE OF CEO’S 

(continued on page 12) 
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(continued on page 13) 

 

♦  Determining the turnover rate of CEO’s – In the early studies by Rita Mize, a lot of work was completed to ascer-

tain the turnover rate of CEO’s in California and that was weighted against na�onal averages.  The turnover rate 

has been forecasted at a high of 7 years average and, based on the last update, it can be es�mated to be at about 

4.5 years.  No work has been completed that I know of on this figure since the 2006 report.  However, when the 

community college CEO turnover is compared to that of the k-12, it is doing well.  Currently the tenure expectance 

of a K-12 superintendent is 2.8 years. 

 

♦ Determining the causes for leaving a posi�on – When a decline in CEO tenure was originally realized, the studies 

tried to focus on why CEO’s were moved out of their jobs.  Some of this movement can be expected, based on the 

age of the popula�on and the fact that the “baby boomers” are reaching re�rement age.  There has been a signifi-

cant growth in actual re�rements in the last five (5) years.  When I first started repor�ng turnovers, there were 

generally about five CEO re�rements and five CEOs who ran into difficulty and decided to move on.  The rest of the 

pool played musical chairs, moving from one campus to another for advancement in responsibility or an increase in 

pay.  Today that is significantly different and we are seeing a larger cohort of the CEO’s who actually re�re. 

 

What are the major reasons for CEO turnover? 

 

I have already addressed a couple of the reasons for turnover, but I will expand upon these causes below: 

 

• Reaching re�rement age – The leading reason is reaching re�rement age and in California that is oIen measured 

by having reached 30 years of service. There is a point at which the re�ree will lose money by con�nuing to stay in 

the system.  Another factor is the stress level of the job which also causes re�rees to go out of service aIer reach-

ing age 60. 

 

• Seeking growth in the CEO responsibili�es – Not all those listed as CEO’s in California actually func�on at that level.  

In the 23 mul�-college districts there are 58 presidents that are actually chief administra�ve officers that report to 

a chancellor, not to a board of trustees.  These CEOs might be expected to seek higher levels of responsibility and 

the presidency has served as the training ground for that effort.  This same correla�on can be made for both presi-

dents and superintendents that want to move to the chancellor posi�on. 

 

• Losing the trust and confidence of the board of trustees – There are a number of causes for a CEO to lose the trust 

and confidence of the board, some brought about by personnel management skills, ethical conduct and, to some 

extent, the people skills of the CEO.  This has not been a significant issue, but some cause for concern was raised 

when the 2009 -2010 re�rement list had sixteen (16) CEOs that leI employment before their contracts were com-

pleted. 

 

• Board member misconduct or rela�ons with the CEO – There has been a growing concern in the accredita�on pro-

cess related to board conduct, including unethical prac�ces, micromanagement of the district by board members, 

special interest group support, board members with an axe to grind and, finally, the rogue board member who 

doesn’t get along with the CEO or the other board members.  Eventually, these instances may result in sanc�ons in 

the accredi�ng process. 

 

• Personal physical or mental health causes – There are a number of �mes that the CEO is going to have personal or 

family issues—i.e., related to physical and mental health involving themselves or a family member--that will lead to 

a re�rement decision.  This tragedy oIen occurs when the CEO waits too long and ends up seriously ill or dies 

shortly aIer leaving employment.  



(continued on page 14) 

What does the applicant pool hold for the future? 

 

California has seen a significant change in the administra�ve ranks and the pools of candidates that are applying for 

open posi�ons.  Several factors have affected who and why individuals will enter the CEO market.  Some of the factors 

that may affect future pools are listed below.  Several may dissipate as the field focuses more on leadership develop-

ment on campus.  : 

 

• Age of the workforce – The average CEO today is 58 years old and many of the new CEO appointments are coming 

into those posi�ons at 55 or older.  Based on an average age of re�rement of 63, these CEOs are going to generate 

a higher turnover. 

 

• Age of the execu�ve level leader pool – Like the CEOs, the average vice president is also siKng in the 55 plus age 

category and many boards look to this level of experience in finding replacement personnel. 

 

• Ability to acquire or retain tenure – California does not generally provide tenure to academic administrators.  This 

was lost with the passage of AB 1725.  Unless a person is able to get an administra�ve posi�on in the district 

where s/he acquired tenure, tenure will be lost and many will not take that risk.  This can result in some good po-

ten�al leaders not wan�ng to move. 

 

• Board expecta�on that a CEO will hold a doctoral degree from an accredited ins�tu�on – Many boards place a 

higher than necessary expecta�on that their candidates will hold a doctoral degree.  In some cases, this accom-

plishment is achieved in an academic discipline and some would posit that the degree does li*le to nothing to pre-

pare the individual for community college leadership.  Even the State regulatory minimum qualifica�ons only call 

for a master’s degree and encourage, but do not mandate, that administrators have business and leadership train-

ing.  More a*en�on needs to be given to experience and training in business and leadership skills. 

 

• Boards place a priority on individuals with experience working with a board of trustees – Most boards want broad-

ly experienced leaders and avoid selec�ng a person who has not had past responsibili�es working directly with a 

board.  Unfortunately, this restricts the number of poten�ally viable candidates and almost assures a board will 

select an older candidate, par�cularly for superintendent and chancellor posi�ons.  One of the reali�es in the se-

lec�on process twenty years ago was that boards were willing to work with a candidate with poten�al rather than 

experience and, as a result, they were able to get candidates that would stay with the ins�tu�on. 

 

• Community college faculty experience– Many community college cons�tuents place an inordinate value on the 

CEO having faculty experience and having that experience at a community college.  This can be compounded 

where a cons�tuent group wants that experience in instruc�on, rather than student services or administra�ve ser-

vices.  There is an assump�on that having this experience will provide a sensi�vity to the teaching/learning process 

and an empathy with the community college student.  While it is an important factor, the value placed on this re-

quirement oIen outweighs the ability of the candidate to provide leadership to the ins�tu�on. 

 

• Dealing with the California syndrome – There is a prevailing opinion that California is so different and so complicat-

ed that individuals with experience outside of California will not be able to hit the ground running.  While there is a 

learning curve for administrators that have not had to deal with the California Educa�on Code and Title 5, work 

with collec�ve bargaining, or navigate the California brand of collegial consulta�on, there are many examples of 

out-of-state candidates who have brought new strength and vitality to the CEO posi�on and the colleges they 

serve. 
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(continued on page 15) 

 

• The California budget impact on search pools – The budget situa�on in most states is not a whole lot be*er than it 

is in California.  One of the quali�es of a crisis is that it creates opportunity and the person who is strong in dealing 

with people and change will thrive in this environment.  One of the changes that can be seen in the pools during a 

fiscal crisis is more interest in the candidates that have strong business backgrounds with boards feeling some com-

fort in having someone that will focus on this aspect of the ins�tu�on. 

 
• Changes in the compensa�on package and perks- There have been a number of changes in the last ten years in the 

compensa�on packages for new CEOs.  When we had the big turnover in 2007 – 2008, boards were increasing 

siKng CEO salaries to keep from losing quality leaders.  This is not as much of a factor because the salaries are 

more compe��ve today.  However a number of previously offered perks may not be in the mix now, including mov-

ing expenses, housing assistance, annui�es etc.  Based on the current economic climate and the “City of Bell aIer-

math,” some serious discussion needs to take place regarding CEO compensa�on. 

 

There is a posi�ve side to these factors that affect the composi�on of the pools.  To some extent, change in the content 

and availability of leadership training has occurred, both within academia and on college campuses around the state.  

This focus on leadership across the campus  provides a means of developing teams that can address the quality of edu-

ca�on and seek ways of providing for con�nuous improvement within the ins�tu�on.  CEOs that understand the value 

of collegial consulta�on and collabora�on will find colleagues that are prepared to enter into this type of leadership. 

 

What is the value in using a search consultant? 
 

There is some interes�ng movement in the CEO search market in recent years and the result has been a significant 

change in how search firms are used.  California has become a compe��ve market.  The CC League publica�on 

“Conduc�ng a Successful CEO Search” indicates that the cost of using a search consultant is between $20,000 and 

$35,000.  What is not described in this quota�on is the depth or quality of the search.  

 

This past year, there has been an increasing number of districts conduc�ng searches internally and not using a search 

firm.  The success of this process is s�ll up for review.  Some have had to go out a second or third �me, or accept a less 

than adequate pool, par�cularly if there was an inside applicant.  Both the federal Equal Employment Opportunity Act 

(EEO) and state legisla�on calls for an open search process and this may be be*er facilitated with the assistance of 

search consultants. 

 

Several excep�onal firms are providing services to the California community colleges and all of them will work to design 

a search process that will meet the needs of the district being served.  There is a big difference in value added with a 

full, comprehensive search process.  The Board needs to know what they are expec�ng out of the search and work with 

the firm to meet that expecta�on.   

 

It is important to note that the cost of the search consultant does not cons�tute the en�re cost of a search process.  

The average search this past year in California has been between $24, 0000 and $26,000.  On top of that cost is the de-

sign and development of the applicant brochure, the prin�ng, adver�sing and coordina�on of the search process.  Un-

less specifically delegated to the search firm, these tasks and a*endant costs fall upon the District.   

 

There is a specific value in using a search consultant that will help the district to have a successful search.  The leading 

points include the following: 
 

• A CEO search is different than searches for other professional employees.  This person will work with the board of 

trustees and needs to have a trust and confidence level with the Board to enable them to work as a team to admin-

ister the district.  Search consultants build those resource pools.  It is not just a case of adver�sing and the candi-

dates will come. 



• In a full and comprehensive search, the consultant will learn about your campus and can assist the board and the 

campus community is defining the challenges and opportuni�es that a candidate will have to address to be suc-

cessful. 

  

• The search consultant can work with the district to develop the resources that will be provided to the candidate 

and ensure that all candidates have equal access to those resources through current web page technology. 

  

• The consultant can work with the college cons�tuency and the search commi*ee to be sure that they  stay focused 

on the quali�es of leadership sought and define what the college needs in an effec�ve candidate. 

 

• A professional consultant works within the guidelines of the federal Fair Employment Informa�on Act and manages 

the reference checking process to maintain confiden�ality and to protect the rights of the candidate.  If properly 

managed, the confiden�ality of candidates can be be*er maintained. 

 

• The consultant can support the Human Resources staff in managing the process and iden�fying appropriate evalua-

�on tools with the search commi*ee and the board of trustees. 

 

• Consultants are oIen be*er equipped to know the current market rates, salaries and perks that will assist in draw-

ing an experienced and qualified pool.   Knowledge of these parameters will help a district nego�ate a beginning 

contract. 

 

• Based on the need of the board of trustees the consultant can work with the candidate to complete the final con-

tract and to facilitate the transi�on into the new posi�on. 

 

   What can the board of trustees do to strengthen the selec�on process? 

 

The most important point for a board of trustees to remember is that the CEO is your only employee. It is important 

that a person be selected who can earn the trust and confidence with the board to work as a team to provide leader-

ship to the district.  The American Governing Boards list of the ten responsibili�es of the board iden�fy that one of the 

most important responsibili�es is the selec�on of the chief execu�ve officer.  With these two points in mind, let’s share 

some ideas on strengthening the selec�on process. 

 

• Get your act together so you can func�on effec�vely as a team – The board needs to take on the task of a CEO 

search with a good understanding and agreement about what it is that you expect out of your future CEO.  Re-

member that candidates are interviewing you at the same �me they are being interviewed by you.  They have to 

be comfortable that there is an effec�ve working rela�onship that will contribute to the success of the ins�tu�on. 

 

• Resolve dysfunc�onal or unethical board prac�ces before star�ng a search – More CEO failures take place because 

a board is not func�oning as a team and refuses to delegate authority to the CEO to define the goals of the ins�tu-

�on and be held accountable for them.   The Board needs to resolve these issues especially if the last CEO leI be-

cause of a dysfunc�onal rela�onship 

 

• Remember the CEO is your employee - The CEO is being selected to work for and with you, not for the cons�tuent 

groups.  Discuss and plan your needs for a CEO.  Seek input and consulta�on with your cons�tuent groups, but re-

member the final decision belongs to the Board.  You need to define how many candidates the board wants to in-

terview, determine the qualifica�ons that are important to you, and insist that the search commi*ee send an un-

ranked and qualified list of candidates for the board to make their selec�on. 

(continued on page 16) 
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• Be considerate of the confiden�ality of the candidates – The greatest difficulty in geKng qualified candidates is 

protec�ng their confiden�ality un�l they are in the final pool.  The consultant can assist in this process, par�cu-

larly with the search commi*ee, but many top candidates are reluctant to get into a search process if they feel 

the word will get back to their campuses.  SiKng CEO’s have lost their jobs over this issue even when they did 

not make the final list of candidates. 
 

• Think posi�vely about the issue of tenure for a CEO – If the college is small, or the district is concerned about 

someone who will stay with the college, you may have to consider poten�al over experience.  Doctoral degrees 

and instruc�onal experience alone do not make a good leader.  You need to be sa�sfied that the CEO is compe-

tent, has a compassion for learning and has leadership skills to move the college forward toward con�nuous 

improvement. 
 

• Consider the issues of housing, moving and living in your community – Most boards would like to have their 

CEO living in the community, but employment law does not allow you to set this requirement.  With that in 

mind, you may have to consider assistance with moving and housing and at best you should spend �me with 

the candidate defining your expecta�on for par�cipa�on in the community and at the state and na�onal level. 
 

There are many other areas of discussion that can be added to this process of selec�ng a new CEO.  The most im-

portant tasks are to define your needs, communicate them to your candidates and select a candidate with whom 

the whole board can build trust and confidence to create a solid team.  Most of all, when you make the final selec-

�on, the board needs to be unanimous in support of its candidate. 
 

Many of you will be going out for searches this coming fiscal year.  We are already at 21 announced openings for 

next year.  Hopefully the discussion in this paper will assist you in geKng off on the right track.  May each of you 

have a successful search process!  

  



 Update from ACHRO/EEO Consultant Ron Cataraha . . .  

Ron CatarahaRon CatarahaRon CatarahaRon Cataraha    

Greetings All! It’s been 17 years since we organized and established ACHRO/EEO and our first annual conference. 
It seems like only yesterday when we first became a recognized and viable statewide California community college 
professional human resources/equal employment opportunity organization. By organizing and establishing our-
selves we gained a seat and a voice on the State Chancellor’s Office Consultation Council and other statewide task 
forces and committees. Prior to organizing and establishing ourselves our voice was heard through ACCCA’s Hu-
man Resources Commission which was all right, but not as strong a voice as with our own organization and identi-
ty.  In years past we mounted letter writing campaigns, sat on statewide task forces/committees, etc. to preserve 
and support and/or oppose various legislations affecting human resources and equal employment—many we won 
and some we lost. Our founding officers were HR and AA Co-Chairs—Pat Mollica and Fusako Yokotobi respective-
ly; HR and AA Co-Chairs-Elect—Clint Hilliard and Karen Furukawa respectively; Treasurer—Wayne Murphy; and 
Secretary—yours truly. Our first representative on the Consultation Council was John Renley. Pat, Clint, Wayne, 
John & I are now retired (Clint passed away several years ago), but both Fusako and Karen are still actively work-
ing in the system.  

Over the past several years Districts have experienced budgetary problems, but your Executive Committee, as well 
as the Training Committee, has been vehemently opposed to cancelling our annual conferences. They feel that if 
any of the five (5) statewide professional California Community College organizations (CEOs, CIOs, CSSOs, CBOs 
& CHRO/EEOs) is in need of annual training it is the CHRO/EEOs. Besides, none of the other four (4) organiza-
tions have cancelled any of their annual conferences.  And I have to agree albeit every year it becomes increasing-
ly difficult to maintain high attendance.  Many districts have suspended or cut their budgets, and thus many are 
unable to attend. However we must remember that we can use staff diversity funds and/or your own personal 
funds, which you can claim as professional development when filing your tax return, to pay for attendance at our 
conferences. Our 2012 conference is scheduled to be held at Harrah’s South Lake Tahoe. Having the conference 
in South Lake Tahoe is very affordable for many to attend. I’ve heard where Boards have curtailed out of state  
travel, but Harrah’s South Lake Tahoe is just on the other side of the California border. An argument to use with 
your CEO and Board is the affordability to attend a conference where valuable information is given and received to 
assist you in the administration of the day-to-day functions of the HR and EEO operation.  

This year’s program is as good as any others we’ve had in the past—thanks to the hard work of your Training  
Committee Chair and Vice President of ACHRO/EEO, Cynthia Hoover, as well as the rest of the committee     
members too many to mention (Please refer to your program and page where members are listed) and the support 
of your Executive Committee. The dinner/entertainment planned and sponsored by Keenan & Associates,          
Atkinson, Andelson, Loya, Rudd & Romo, and Student Insurance will undoubtedly be as great if not better than 
ones in the past. I hope those of you who plan to attend the conference have signed up and paid for this event.   
You won’t be sorry. 

I have enjoyed working as your consultant and look forward to continuing this relationship for years to come. The 
invaluable assistance from Ruth Cortez and Reneé Gallegos has made it easy for me to fulfill the duties and  
responsibilities as a consultant. Please stop by the conference registration area and thank Ruth for all she does. 
She is second to none!!! I’m still trying to get Reneé to attend so you can 
also meet the individual who assists me with the maintenance of our web 
page and the publication of our Newsletter. Wyman Fong, President of 
ACHRO/EEO, has done an excellent job and I enjoy working with both he 
and Cynthia Hoover, Chair of the Training Committee and Vice President of 
ACHRO/EEO. They’ve certainly made my job easier, too.  
 
Thank you Wyman & Cindy!  Hope to see you all in Cathedral City! 

 

 
ACHRO/EEO Consultant 
RCatsr@aol.com 
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ACHRO/EEO Vice-President’s Column . . . . . . .  

ACHRO Membership 

The overall condi�on of the California Community Colleges has brought to the forefront the importance of 

being an ac�ve member of ACHRO/EEO and for one to a*end the Fall Training Ins�tutes.  Over these past 

few months, most of my �me and energy has been focused on the many immediate and cri�cal needs of 

administra�on and staff, and handling the many casual�es of the “fallout” from the state’s budget reduc-

�ons. I am very thankful for my fellow ACHRO colleagues, whom I have contacted or surveyed on numerous 

related issues. 

 

If you are new to the California Community College system, you might ask:  “Why should I become a  

member of the ACHRO/EEO organiza�on?” 
 

ACHRO/EEO annual membership:  $100 CHRO / $50 Professional/Paraprofessional 
 

Making the most out of the wealth of experienced and knowledgeable human resources  

professionals you can access as an ACHRO/EEO member:  “Priceless!” 
 

Join the ACHRO Training Commi;ee 

If you have great ideas for events and training and want to get involved, become a member!   Under the 

guidance of ACHRO Consultant Ron Cataraha, and in conjunc�on with the ACHRO President, the Chair of 

the Training Commi*ee is responsible for coordina�ng and leading the Training Commi*ee mee�ng, and 

assis�ng in the evalua�ng and planning of the training programs and ac�vi�es for the Fall Training Ins�-

tutes.  Becoming a member of the Training Commi*ee is a way for you to get involved with ACHRO, offer 

feedback, and help coordinate the events and trainings for the 2012 year. Membership in the Training 

Commi*ee is open to all ACHRO members; if you are interested in joining, please contact me by email at 

choover@avc.edu. 

 

Cynthia HooverCynthia HooverCynthia HooverCynthia Hoover 

 

Cynthia Hoover 

ACHRO/EEO Vice President/Training Commi*ee Chair 

Director of Human Resources, Antelope Valley College 

(661) 722-6300, ext. 6610 

choover@avc.edu 
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ACHRO/EEO 2011 Fall Institute, October 18-21, 2011  
at the Doral Desert Princess Resort in Cathedral 
City! 
 
Faculty & Staff Diversity Funds may be used to pay 
for the cost of attending the Fall 2011 Institute!   
You can still register.  
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DOES YOUR JOBS WEB SITE BOOST YOUR INSTITUTIONAL BR AND? 

By Kathlene Collins, Publisher, Inside Higher Ed 
 

Take this quick test. Surf to your institution's home page, and click on the link for prospective students. 
You're likely to be pleased with what you see (it was probably created by a talented marketing team, after 
all). Now try the link for prospective employees - did you wince? You're not alone. And yet your jobs  
pages are among the most visited on your web site. 
 

Inside Higher Ed recently conducted an informal survey of nearly 150 college and university human  
resources professionals. While nearly half had no idea the volume of traffic to their jobs pages, those in-
stitutions that do track reported numbers that may surprise you. Nearly two-thirds reported that their jobs 
pages account for more than 25% of overall site traffic. And more than 10% indicate that their jobs pages 
account for more than half of the visits to their institution’s Web site! 
 

An effective employment Web site will sell your openings to terrific candidates--and can also be an  
important touch point to strengthen your institutional brand, or to erode the impact of an otherwise strong 
image. Yet rarely are employment pages reviewed with institutional brand messaging in mind. 
 

In our recent survey we asked HR officers about the marketing department’s role in job advertising. A 
whopping 67% responded that marketing has no role whatsoever in the recruiting process. And while 
about 25% of institutions said they have guidelines from marketing, or at least can call on their marketing 
department for assistance, just 4% cite an active role in the recruiting process by their marketing team. 
 

The result: Poorly constructed job announcements, often packed with obscure abbreviations, internal  
jargon or job ID numbers. A stark lack of appealing language or images on employment pages. And a 
general lack of focus on the candidate experience. 
 

We asked our HR respondents to engage in a bit of brutal self-examination. More than 50% admit to  
using generic or abbreviated job titles in their advertising. Nearly 50% acknowledge that their online job 
descriptions are dull or bureaucratic. And a full two-thirds recognize that their advertising is not advertis-
ing at all, merely a listing of requirements and qualifications unlikely to intrigue the highest caliber  
candidates. 
 

On a more encouraging note, the HR folks responsible for recruiting generally recognize that they  
could use some help – and say they’d like to communicate their institution’s employment brand more  
effectively. The solution? Get your marketing department involved. While marketing’s primary motivation 
may be to protect and enhance your institutional brand, their knowledge of good principles of communi-
cation and promotion have the potential to greatly improve the outcomes of your institution’s recruitment 
efforts – the quintessential win-win. 
 

Great hires are the single most important investment your institution makes in its competitiveness and 
success. Making sure you’re investing in the absolute best is worth a bit of attention and effort, especially 
when you’re making only a few hires. And your institution’s best chance to attract top talent is with terrific, 
brand-savvy recruitment advertising. 
 

Kathlene Collins is Publisher of Inside Higher Ed (insidehighered.com), a free news, information, and  
analysis web site supporting a truly innovative approach to professional recruiting for colleges and  
universities. 
 

Before founding Inside Higher Ed with partners Scott Jaschik and Doug Lederman, Kathlene spent 20 
years in the recruitment advertising department of The Chronicle of Higher Education. As associate  
publisher of The Chronicle, she conceived The Chronicle’s Career Network, five time winner of Editor & 
Publisher Magazine’s EPpy award for best classified site on the Internet. 
 

A regular speaker on recruiting issues at higher education and publishing industry conferences, Kathlene is a leading 
authority on online recruiting in higher education. 



Volume V, Issue 1 Page 26   

(continued on page 26) 



Volume V, Issue 1 Page 27   



Volume V, Issue 1 Page 28   



Volume V, Issue 1 Page 29   

PENSION REFORM A HOT TOPIC FOR RETIREES 
 

Pension reform is gathering steam both in the legislature and in the community as the media con�nues to heat up the 

issues with six figure salaries being earned by re�rees, double dipping in the public trough and incidents of spiking sala-

ries just before re�rement.   

Several bills have been put on the table to regulate or change current pension reform in the public sector.  This includes 

STRS PERS, and other public re�rement systems.  SB 27 (Simi�an) would place a 180 day period in which re�rees could 

not work in public educa�on.  SRC 13 (Emerson et.al) is a Republican effort to put a referendum on the ballot.  In addi-

�on the Republicans have a list of 20 reform items that they wanted to include in the budget bill.  Fortunately, that 

effort failed.  Governor Brown has twelve points to his pension reform agenda and several of them are consistent with 

the Republican plaWorm.  The 2012 legisla�ve program will certainly have some ac�on on these issues. 

ACCCA has established pension reform as its priority theme for the year’s legisla�ve agenda and ac�on is already under-

way to develop a plan of ac�on that will protect the pension rights of its members.  Don Averill, from PPL will be serving 

on that workgroup.  It is important for our re�ree community to maintain awareness and support the ACCCA efforts as 

they move forward. 

A major concern that will affect re�rees will be changes in CalSTRS and CalPERS that will affect the ability of re�rees to 

work in public educa�on aIer re�rement.  One of the benefits re�rees have enjoyed is the ability to work without earn-

ing restric�ons if you did not work in an STRS creditable posi�on for a period of 12 months.  That language wills sunset 

on July 20, 2012 and the interpreta�on of STRS is that 

this right will disappear. 

There was legisla�on in the current session to extend 

the twelve month out rule un�l 2014, AB 758 

(Wiechowski) was held over as a two-year bill.  At 

least the bill is s�ll alive and it will be important for 

re�rees to talk to their legislators and ensure that this 

bill moves forward.   

Community college districts in California have de-

pended on the exper�se of re�red administrators and 

teachers  to help them as they transi�oned through 

new leadership, filled adjunct teaching posi�ons with 

seasoned teachers, and addressed management 

changes and other issues on campus.  These have 

been important benefits to the educa�on community 

and to those re�rees that have been able to assist in 

maintaining  excellence through their assistance. 

Your ability to be involved in post-re�rement work in 

the community colleges is in jeopardy.  PPL will keep 

you informed of the changes and will con�nue to pro-

vide a link to the STRS and PERS regula�ons on its 

web page at www.PPLPros.com .  Please join us in 

whatever way you can to protect your re�rement 

fights. 

 

Donald F. Averill, Ed.D. 

Vice President, Southern California Services 

Professional Personnel Leasing (PPL)  
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