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Service Area 
 
The John A. Logan College district consists of one central campus and extension centers in 
the towns of DuQuoin and West Frankfort.  Many courses in baccalaureate transfer, career 
education, continuing education and adult literacy are taught in high schools and public 
facilities throughout the five-county district.  This rural district of 1,192 square miles and 
143,000 people takes pride in providing high-quality, affordable education to its citizens.  At 
$76 per credit hour, the tuition remains below the state-wide average. 
 
The college district serves the following school districts:  Marion, Johnston City, Herrin, 
Crab Orchard, Carterville, Carbondale, Tri-Co, Elverado, Murphysboro, West Frankfort, 
DuQuoin.  The area has a long history of manufacturing and coal-mining.  With closures of 
mines and manufacturing plants, over 4,000 workers have been displaced.  The College is 
working with state and local agencies to provide transition services and training programs to 
help these workers obtain degrees and training to obtain employment. 
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Student Profile 
 
John A. Logan College enrolled 7,000 students in baccalaureate-transfer and career education 
programs fall semester, 2009.  Approximately 6000 students were enrolled in credit and non-
credit continuing education for the same semester.  The Center for Business and Industry 
trained over 15,000 (duplicated count) people during the 2008 academic year.  Full-Time 
Equivalency (FTE) is 3,407. 
 
Women represent a majority of student enrollments, about 56 percent and 35 percent are over 
the age of 25.  Over 50 percent of the student population is first generation and low-income 
and over 21 percent report working full-time.  The College has seen steady growth 
throughout its history.  Fall 2009 enrollment was the largest in the College’s history and had 
the largest minority and international student enrollment to date.  Students from over 400 
high schools in Illinois, 40 states, and over 30 countries currently enroll at the College. 
 
Institutional Profile 
 
John A. Logan College is accredited by The Higher Learning Commission (HLC), a part of 
the North Central Association of Colleges and Schools (NCA).  NCA, founded in 1895, is 
one of six regional institutional accreditors in the United States.  The College’s last 
comprehensive evaluation was in February of 2007, and was approved for a ten-year 
accreditation.  The next comprehensive evaluation is scheduled for 2016 – 2017.  As a result 
of the 2007 evaluation, the team recommended a Monitoring Report on Governance and 
Integrity and Ethical Behavior to be submitted by November 1, 2009.  The following 
information is in response to the required monitoring report. 
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This Monitoring Report consists of two parts: 

I. Summary of activities that have been undertaken to improve relationships within 
the John A. Logan College’s governance structure and to create a climate of trust 
across the College.  In addition, a summary of the senior administration’s current 
self-assessment of administration/board relations.   

 
II. A detailed discussion of the new survey results with analyses which indicate 

positive improvements. 

PART I 
 
This two year review and subsequent changes has resulted in increased awareness of the 
value of transparency and communication.  All committee minutes, policies and procedures, 
as well as budget items, are posted on the College intranet so that these items are easily 
accessible by all staff.   
 
A number of committees were formed to improve processes.  Chief among those committees 
was the campus-wide hiring committee and the John A. Logan board policy committee.  The 
hiring committee developed policies to more clearly define hiring procedures and eliminate 
any appearance of a conflict of interest or nepotism.  An external consultant from Southern 
Illinois University at Carbondale, Illinois, with expertise in hiring procedures, Dr. John 
Washburn, met with the upper administrative team and met directly with the campus wide 
hiring committee.  Dr. Washburn gave specific recommendations after reviewing current 
practices on campus.  The Hiring Committee reviewed these and is currently considering 
additional changes which would improve our already revised procedures. (Attachment A) 

The Board Policy Committee has as its purpose a methodical review of all board policies to 
determine their currency and relevancy, with specific attention given to separating 
administrative procedure from policy statements.  All additions, revisions or deletions 
recommended by the committee are presented to the full board of trustees for a first reading 
with a 30 day comment period provided in accordance with board policy 2710, Formulation 
of Board Policy.  The committee meets a minimum of once per month and consists of the 
president, vice presidents, executive assistant to the president, college legal counsel, and two 
(2) board members as appointed by the board chairman.  From 2008-2009, approximately 
100 board policies have been either added, revised, or deleted due to obsolescence.   

An external consultant, Dr. Gary Davis, conducted a Board of Trustees/Senior 
Administration Workshop on September 30, 2008.  Dr. Davis, a highly regarded facilitator of 
board of trustees retreats, engaged the Board of Trustees in candid and constructive 
conversations on hiring practices and the role of board members. (Attachment B) 
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On May 26, 2009 Dr. Tim Daugherty, Vice President for Administrative Services, at a 
special meeting with the Board of Trustees conducted a focus group for the Higher Learning 
Commission monitoring report.  Dr. Daugherty posed three basic questions: 
 

1. Results from the recent College-wide survey of spring 2009 revealed faculty and staff 
perceive a positive change has taken place in integrity and ethical and honest 
behavior of both the administration and the board.  In your opinion what do you 
attribute the perceived change to? 

 
2. What is your perception of the current board and administration’s relationship? 

 
3. What actions are necessary for the board and administration to maintain a high level 

of integrity and ethical and honest behavior? 
 

The trustees were given these questions prior to the meeting so they would have ample time 
to reflect on the questions and to provide meaningful responses. (Attachment C) 

 
In addition the Board of Trustees members have attended several additional meetings: 

 
Illinois Community College Trustees Association (ICCTA), September 12-13, 2008. 

“Clarifying the Role of the CEO, the Board, and Board Chair” 
 
Association of Community College Trustees (ACCT), October 29 – November 1, 2008,  
 “Conflict Management and Board Effectiveness” 
 

Supporting documentation of committee meetings, board of trustees minutes and committees 
are posted on the college website at http://jalc.edu/accreditation/2007_hlc_final_report.php. 

 

http://jalc.edu/accreditation/2007_hlc_final_report.php
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Materials and Methods 

Four employee subgroups (term faculty, full-time faculty, operational staff, and non-teaching 
professional) at John A. Logan College were surveyed in 2005 to seek feedback on the 
College for the Higher Learning Commission (HLC).  Based on those responses, the HLC 
requested that a follow-up survey be conducted in 2009 with two required questions: 

1. The College Administration displays behavior that reflects integrity and is ethical and 
honest (Q1). 
 

2. The College Board of Trustees displays behavior that reflects integrity and is ethical 
and honest (Q2).    

The College also re-assessed one additional question from the 2005 survey: 

3. The College clearly identifies authority for decision making about organizational 
goals (Q3). 

Data for these questions were assigned categorical numbers (i.e., strongly agree = 5, agree = 
4, neutral = 3, disagree = 2, and strongly disagree = 1) for each survey year (i.e., 2005 and 
2009).  When response rates differed within an employee subgroup across years (e.g., 31 and 
51), data were standardized to the smallest response rate (i.e., N = 31), then summed.  For 
annual comparisons, data were weighted based on employee subgroup representation at the 
College (Appendix 1).  Only data that included a response to the three questions were used in 
analyses.  Because data were categorical, Chi-square goodness-of-fit (χ2) analyses were used 
to compare results from the 2005 and 2009 surveys to test for significant differences in 
responses to the above questions among years, overall and for employee subgroup surveyed, 
t P ≤ 0.05. a

 
Comparative Results of the 2005 and 2009 Surveys 

The overall employee response rate to the 2009 survey was 51%; an 11% increase from the 
2005 survey (40%; Appendix 1).   In 2005, the only employee subgroup with a response rate 
≥ 50% was full-time faculty (68%).  In the 2009 survey, three of the four employee 
subgroups had response rates greater than 50% (Appendix 1).  Only term faculty had a lower 
response rate (17%); a 10% decrease from the 2005 survey (27%). 
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Overall, survey results from employees at John A. Logan College reveal significant changes 
for all three of the follow-up questions, with employees responding more favorably in the 
2009 survey (Appendix 2).   Among employee subgroups, there were significant differences 
in two groups; non-teaching professional and operational staff.  These groups responded 
more favorably to Q1 (College Administration ethics and integrity) and Q2 (Board of 
Trustees ethics and integrity) in 2009 (Appendix 2).  Chi-square analyses revealed no 
significant difference in responses from any employee subgroup for Q3 (College identifies 
authority for decision making), nor for any of the above three questions for term faculty or 
full-time faculty (Appendix 2). 
 
Means for each employee subgroup among survey years also reveal important trends in 
improved perceptions to ethics and integrity of College Administration and the Board of 
Trustees, as well as authority for decision making (Appendix 3).  For Q1 (Administration 
ethics and integrity), the mean response increased from disagree (mean = 2.085) in 2005 for 
operational staff to neutral/agree (mean = 3.5) in 2009 (Figure 1).   Trends in mean response 
among non-teaching professionals increased from disagree/neutral (mean = 2.712) in 2005 to 
agree (mean = 4.0) in 2009 (Figure 1).  Term faculty trends also suggest improved 
perceptions regarding the ethics and integrity of Administration, although this group had a 
neutral/agree mean response in both 2005 and 2009 (mean = 3.216 and 3.939, respectively; 
Figure 1).  However, interpretation of this trend could be biased because of the low response 
rate of this subgroup among both survey years.  Trends for full-time faculty suggest little 
change in mean response among the survey years (2005 mean = 3.403 and 2009 mean = 
3.358), which was neutral/agree for both survey years (Figure 1). 
 
For Q2 (Board of Trustees ethics and integrity), response means among all employee groups 
increased from the 2005 survey, suggesting improved perception (Appendix 3).  In 2005, 
operational staff disagreed (mean = 1.977) that the Board of Trustees reflected integrity, was 
ethical, and honest (Figure 2).  However, in 2009, this same employee group had a higher 
mean response of neutral/agree (mean = 3.296; Figure 2).  Similar increasing trends were 
observed in all employee subgroups (non-teaching professionals: 2.615 and 3.647, 
respectively; term faculty: 3.240 and 3.607, respectively; full-time faculty: 2.953 and 3.455, 
respectively; Figure 2). 
 
For Q3 (College identifies authority for decision making), response means increased for all 
employee subgroups (Appendix 3), although most groups were neutral or neutral/agree in 
their 2005 response (operational staff: mean = 2.956, non-teaching professional: 3.481, term 
faculty: 3.469, and full-time faculty: 3.354; Figure 3).  In the 2009 survey, mean responses 
ranged from neutral/agree (operational staff) to agree (non-teaching professionals; Figure 3). 
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The College is submitting this report as a good faith effort to address the issues identified in 
the 2007 Higher Learning Commission Assurance report.  The College believes that this 
Monitoring Report response provides evidence that supports on campus improvement 
initiatives.  John A. Logan College is committed to continuous improvement efforts to ensure 
responsible governance, integrity in all policies and procedures, and ethical behavior of all 
trustees and employees. 
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Appendix 1 – Survey Response Rates 

John A. Logan College Employee subgroup representation and overall survey response rates 
for the 2005 and 2009 Higher Learning Commission surveys. 
 
 
 

Classification Response 
Rate Representation 

 
Year 

Number of 
Employees 

Percent of All 
Employees 

    
Term Faculty 2005 190 33% 
 52 (27%)    
    
Term Faculty 2009 183 31% 
 31 (17%)    
    
Operational Staff 2005 151 27% 
 53 (35%)    
    
Operational Staff 2009 153 26% 
 87 (57%)    
    
Non Teaching Professional 2005 124 22% 
 55 (44%)    
    
Non Teaching Professional 2009 147 25% 
 111 (76%)    
    
Full Time Faculty 2005 100 18% 
 68 (68%)    
    
Full Time Faculty 2009 108 18% 
 70 (65%)    
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Appendix 2 – χ2 Statistical Analyses 

John A. Logan College Employee subgroup representation and overall survey response rates 
for the 2005 and 2009 Higher Learning Commission surveys. 
 
 
Classification χ2 Question* p-VALUE 2005 (N) 2009 (N) 

Term Faculty 1.705044 Q1 0.1916 51 31 

Term Faculty 0.551212 Q2 0.4578 50 28 

Term Faculty 0.574922 Q3 0.4483 49 28 

Operational Staff 16.84667 Q1 <0.0001 47 84 

Operational Staff 14.5175 Q2 0.0001 44 81 

Operational Staff 3.665114 Q3 0.0556 45 81 

Non Teaching Professional 12.86246 Q1 0.0003 52 103 

Non Teaching Professional 8.8387 Q2 0.0029 52 102 

Non Teaching Professional 2.222861 Q3 0.136 52 104 

Full Time Faculty 0.019868 Q1 0.8879 67 67 

Full Time Faculty 2.512582 Q2 0.1129 64 66 

Full Time Faculty 2.003965 Q3 0.1569 65 64 

All Employees 26.51 Q1 <0.0001 217 285 

All Employees 23.46 Q2 <0.0001 210 277 

All Employees 18.56 Q3 <0.0001 211 277 
 
 
*Q1: The College Administration displays behavior that reflects integrity and is ethical and 

honest. 
 
*Q2: The College Board of Trustees displays behavior that reflects integrity and is ethical 

and honest. 
 
*Q3: The College clearly identifies authority for decision making about organizational 

goals. 
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Appendix 3 – Mean and Standard Deviation Statistical Analyses 

Mean (µ) and standard deviation (std) for John A. Logan College employee subgroups from 
the 2005 and 2009 Higher Learning Commission surveys. 
 
 
Classification Year N Q1* (µ+std) N Q2* (µ+std) N Q3* (µ+std) 

        

Term Faculty 2005 51 3.216+1.404 50 3.240+1.170 49 3.469+0.793

Term Faculty 2009 31 3.839+0.779 28 3.607+0.875 28 3.857+0.651

        

Operational Staff 2005 47 2.085+1.018 44 1.977+1.000 45 2.956+0.824

Operational Staff 2009 84 3.500+1.114 81 3.296+1.145 81 3.691+0.957

        

Non Teaching Prof. 2005 52 2.712+1.460 52 2.615+1.402 52 3.481+1.057

Non Teaching Prof. 2009 103 4.000+0.929 102 3.647+1.021 104 4.048+0.729

        

Full Time Faculty 2005 67 3.403+1.219 64 2.953+1.362 65 3.354+0.991

Full Time Faculty 2009 67 3.358+1.151 66 3.455+1.112 64 3.828+0.883

 
 
*Q1:   The College Administration displays behavior that reflects integrity and is ethical and 

honest. 
 
*Q2:   The College Board of Trustees displays behavior that reflects integrity and is ethical 

and honest. 
 
*Q3: The College clearly identifies authority for decision making about organizational 

goals.  
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Appendix 3 – Mean and Standard Deviation Statistical Analyses 
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ATTACHMENT A 
 

John A. Logan College 
 

Search and Hiring Policies/Procedures:  An External Review 
 

Introduction 
 
On December 12, 2008 Dr. John Washburn from Southern Illinois University Carbondale met 
with representatives of John A. Logan Collage (JALC) to discuss search and hiring policies and 
procedures. The meeting included representation by a JALC Board Member, the President, 
the three Vice Presidents, the Director of Personnel, and the Board Attorney. The meeting 
was intended to review hiring policies and practices designed to encourage selecting 
personnel who will provide a high level of competence and compatibility in their role at JALC.  

The meeting also provided the opportunity for discussion about issues/concerns associated 
with existing JALC personnel selection policies and procedures. At the conclusion of the 
meeting, Dr. Washburn was asked to conduct an external review of the existing 
policies/procedures and make recommendations for further discussion. This report identifies 
issues/recommendations associated with Dr. Washburn's review of the following:  

• Board Policy No. 5110 ‐ General Hiring Policy  
• Administrative Procedure No. 501 ‐ Procedures for Hiring Non‐Teaching Professional  

Staff  
• Administrative Procedure No. 502A ‐ Procedures for Hiring Full‐Time Faculty  
• Administrative Procedure No. 601 ‐ Procedures for Hiring Operational Staff  
• Administrative Procedure No. 601A ‐ Procedures for Hiring Maintenance Staff  
• Administrative Procedure No. 601B ‐ Procedures for Hiring Campus Safety Staff 

    

For the most part, the policy/procedures are well‐written and concise. However, two 
substantive issues have been identified as a result of the external review that requires some 
level of action/discussion. 
 
Issue No. 1:  Streamlining Search and Hiring Procedures 
 
The review of administrative procedures suggest the important need to streamline search 
and hiring practices to address the following two areas of concern:  

 



 
 

First, recommendations for hire should proceed in an orderly manner from the search 
committee through the appropriate administrators to the President, who then recommends to 
the Board for ratification. Also, mid‐level administrators (Chairs, Deans, Associate Deans, etc.) 
need early and sustained involvement in the search and selection process including service, 
where appropriate, on the various committees and in the interview process. The duties of the 
Personnel Office are intermingled with various administrative procedures. If one charts the 
approval process from the initiation of a vacancy announcement through making a 
recommendation to the Board for hiring, there appears to be an inordinate number of steps 
required for approval. For example, to hire a Custodian, there are 13 levels of approval 
required to make a recommendation to the Board of Trustees for hiring a new employee.  

Second, the administrative procedures describe a three‐level screening process for review of 
applications. The Personnel Office is involved in all three levels, which may affect Search 
Committee perceptions of their involvement in making recommendations to hire new 
employees. A two‐level screening process by the Search Committee would appear appropriate, 
with the first level being used to identify applicants not qualified for a position and those 
submitting incomplete applications. The second level of screening by the Search Committee 
should identify applicants who are qualified and who should be interviewed and applicants who 
are qualified and should not be interviewed. There are a number of reasons why a qualified 
candidate might not be interviewed. For example, a candidate's specialization area may overlap 
with those of current members and would not fit with the need of the unit as advertised, the 
candidate may have insufficient professional experience compared with the candidate selected 
for interview, the candidate may have insufficient technical competence in the required area, 
etc.  

Recommendations: 

1. Establish a campus‐wide task force (staffed by the Personnel Director) and charged with 
reviewing the Search and Selection Process and Procedures for faculty and non‐teaching 
professional staff and make recommendations for change through the appropriate Vice 
President to∙ the President arid Board of Trustees. Operational, campus safety, and 
maintenance staff should be dealt with separately in accordance with union procedures 
where applicable.  

  2.   Establish a Board sub‐committee or of the whole as deemed appropriate, with  
    participation from the President and Vice Presidents, charged with reviewing the 
    General Hiring Policies and the recommendations made by the campus‐wide task force.  
   



 
 

 
Issue No. 2:  Board of Trustees Role in the Hiring Process 
 
The Illinois Community College Act requires the Board of Trustees "to make appointments and 
fix the salaries of a Chief Administrative Officer, who shall be the Executive Officer of the 
Board, other administrative personnel, and all teachers." The general policy of the JALC Board 
of Trustees reserves "the creation and elimination of full‐time positions and salaries" to the 
Board of Trustees. While this is an appropriate role for the Board, the search procedures 
require that upon a completion of the interview process the Board receives "three unranked 
names" of individuals being recommended to the Board for employment. In practice, this 
suggests that the role of the President, Vice Presidents, and other administrators and faculty 
has been diminished, which may result in ambivalence or disinterest on the part of those 
most affected by the decisions. At issue here is the Board of Trustees' role in the search and 
selection process.  

It appears possible that by submitting three "unranked" names to the Board for approval, that 
the best candidate for a position might ultimately not be the one selected for employment. 
Ultimately, mid‐level administrators involved in the search and selection process with early 
and sustained involvement, are best able to make judgments and pinpoint the compatibility 
and competence of the best candidate to hire for a position at the College.  

Recommendations: 

1.  In a retreat setting, the Board as a whole should discuss its role in the hiring and 
  selection process and consider a procedure wherein the President recommends a 
  candidate for  employment for ratification by the Board. The Board should hold 
  administrators accountable for the search and selection process so that only in rare 
  cases would the Board fail to ratify an appointment.  

  2.  The Board's discussion of this issue should be formalized and incorporated with the 
    recommendations of the campus‐wide task force (see previous recommendation) 
    charged with reviewing search and selection procedures for JALC.  

Summary 

Two issues and subsequent recommendations have been made in this review. However, on 
December 12 there was discussion about the existing JALC interview process/procedures that 
are not described in the Board hiring policy and various administrative procedures. It is 
important that the interview process not result in "homogeneity of perspective" by choosing a 
compromise candidate or by choosing a candidate who is most articulate, assertive, or affable 



 
 

in the interview. Some level of training may be necessary for mid‐level administrators chairing 
search committees to help them more effectively assess the competence and compatibility of 
prospective employees.  
   



 
 

ATTACHMENT B 
 

J O H N   A.  L O G A N  C O L L E G E 
Carterville, Illinois 62918 

 
 
BOARD OF TRUSTEES  
Board/Senior Administration Workshop  
Tuesday, September 30, 2008  
5:30 P.M.  
Board Room  
Administration Building  
 
 
AGENDA 
 
 
I. CALL TO ORDER 

 
II. ROLL CALL 

 
III. PUBLIC AUDIENCE FOR COMMENTS/QUESTIONS 

 
IV. CLOSED SESSION 

 
The Board will go into closed session for an unspecified period of time to meet with a 
representative of a statewide association for the purpose of self evaluation, practices 
and procedures or professional ethics. *  

 
V. RESUME PUBLIC SESSION 

 
VI. ADJOURNMENT 

 
 
*5 ILCS 120/2‐16 
   




