
















Main Title



HBCU 
Stakeholders

HBCU Governing Boards

• Implement competency-based 
presidential searches.

• Require mandatory governance 
training. 

• Ensure structured onboarding, 
competitive compensation, and 
transparent, sustained support.

Presidential Aspirants

• Recognize your potential.
• Pursue targeted development 

opportunities. 
• Consider the calling, and 

prepare for the impact.

Corporate Partners

• Sponsor leadership fellowships.
• Provide internship/rotational 

opportunities.
• Invest in leadership 

development.
• Engage HBCUs as strategic 

and valued partners.

Search Firms and 
Executive Consultants

• Expand candidate pools beyond   
traditional academic pathways.

• Prioritize demonstrated 
competencies over credentials.

• Design selection processes that 
identify transfer-ready leaders from 
diverse professional backgrounds.

Federal Policymakers

• Fund presidential research studies.
• Coordinate cross-agency 

engagement.
• Align accreditation standards with 

leadership development priorities.

Philanthropic Leaders

• Invest in multi-year pipeline 
programs.

• Support board development.
• Fund research and evaluation.
• Create endowments that promote 

leadership sustainability.

College Trustees and Alumni

• Engage thoughtfully in leadership 
selection and support process.

• Understand the role of  governance 
in presidential success or failure.
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Strategic Disruption

How 
Presidential
Turnover 
Disrupts 

Performance

Each new president introduces a new 
strategic agenda, disrupting 
institutional momentum and creating 
uncertainty for stakeholders invested 
in prior initiatives.

Institutional Memory Loss

Presidential turnover weakens 
institutional memory, including donor 
relationships, political alliances, and 
historical knowledge that rarely 
transfer effectively during transitions.

Financial Consequences

Leadership transitions require 
significant resources and disrupt 
fundraising, enrollment stability, and 
long-term planning, straining 
institutional performance and slowing 
progress toward strategic goals.

Stakeholder Whiplash

Students experience skepticism about 
institutional commitment.

Faculty and staff  repeatedly adjust to 
shifting priorities.

Alumni face changing institutional 
identities that reduce trust and 
engagement.
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Leadership Domains

Competency Scores

Total Mean Score

Communication

Leadership

Strategic Planning

Budget Management

Student Affairs 

Human Resources

Conflict Resolution

Faculty Affairs



Competency Domain Definition and Scope

Leadership Competency
Encompasses participation in government relations, collaboration with senior leadership 
teams, and engagement in shared governance. Reflects the president’s role in setting 
direction, navigating political environments, and stewarding institutional mission.

Communication Competency
Includes the ability to articulate institutional vision, disseminate essential information 
across diverse constituencies, and cultivate environments where feedback is encouraged 
and acted upon. Central to internal alignment and external trust building.

Strategic Planning Competency
Addresses institutional planning processes, execution of  strategic initiatives, and 
integration of  technology. Effectiveness is influenced by tenure length, stability, and 
institutional capacity to sustain long-term plans.

Budget Management Competency
Covers fundraising, financial operations, capital projects, and fiscal stewardship. Reflects 
the president’s responsibility for sustaining institutional solvency and advancing resource 
development priorities.

Student Affairs Competency
Involves awareness of  student life issues, enrollment management, learning assessment, 
and student engagement. Indicates the extent to which presidential leadership prioritizes 
student-centered outcomes.

Human Resources Competency
Includes personnel management, diversity initiatives, labor relations, and stakeholder 
engagement. Particularly significant given that personnel costs represent the largest share 
of  institutional budgets.

Conflict Resolution Competency
Encompasses risk management, crisis response, campus climate issues, and community 
relations. Reflects the president’s capacity to navigate conflict as an inherent aspect of  
institutional leadership.

Faculty Affairs Competency
Involves engagement with academic issues, accreditation processes, faculty research 
support, and shared governance. Lower scores reflect persistent tensions in faculty 
relations under constrained resource conditions.





Variables HBCU Public M (SD) HBCU Private M (SD) p-value

Leadership scale 5.79 (.328) 5.42 (.559) 0.185

Communication scale 5.72 (.400) 5.69 (.407) 0.871

Student affairs scale 5.48 (.415) 5.18 (.655) 0.142

Faculty affairs scale 5.00 (.594) 4.69 (.936) 0.294

Budget management scale 5.66 (.427) 5.07 (.873) 0.028

HR Scale 5.37 (.522) 4.36 (1.06) 0.002

Conflict resolution scale 5.14 (.658) 4.63 (.781) 0.002

Institutional planning scale 5.53 (.444) 5.42 (.579) 0.560

Total competency scale 5.46 (.311) 5.06 (.579) 0.045
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Limited Visibility

Current Pipeline Challenges HBCU Presidential Training Program

Administrators do not see 
themselves as candidates.

Narrow Pathways

Faculty-to-provost routes 
dominate.

Insufficient Development

Lack of  structured preparation.

Limited Mentorship

Rare access to sitting presidents.

Demographic 
Underrepresentation

Women, LGBTQ+ 
& leaders of  color.

Program Structure

• 18-month training program
• 4 –10 participants annually
• Stipend + benefits
• Professional Development Fund

Curriculum Components

• Monthly Seminars
• Mentorship by HBCU Presidents
• Capstone Projects
• Governance Training

Rotation Model

Public HBCU Private HBCU Special Focus

State Relations & 
Budgeting

Fundraising & 
Board Relations

Selection & Funding

Selection Funding Potential

• Proven Leadership
• HBCU Commitment
• Diverse Backgrounds
• Presidential Potential

• Federal
• Philanthropy 
• Host Institutions

Research, 
Community College, 

or System Office

Pipeline 
Transformation





Competency Area Definition and Scope

Budget Management Questions

•	 Describe your most challenging budget situation. What was your decision-making 
process?

•	 How have you successfully increased revenue streams in previous roles?
•	 Walk us through how you would address a 10% budget cut.

Human Resources Questions
•	 Tell us about a time you had to rebuild trust with faculty or staff.
•	 How do you approach difficult personnel decisions?
•	 Describe your philosophy on faculty development and support.

Strategic Planning Questions
•	 How do you balance long-term vision with short-term pressures?
•	 What process do you use for engaging stakeholders in planning?
•	 How do you measure progress on strategic initiatives?

Communication Questions

•	 Describe a crisis situation you communicated through. How did you manage 
stakeholder messaging?

•	 How do you engage diverse constituencies with different information needs?
•	 Tell us about a time you had to deliver bad news to a board or stakeholder group.





Months 1–2 Months 3–4 Months 5–6

Foundation Building Strategic Understanding Relationship

• Stakeholder Tours
• Governance Orientation
• Crisis Preparedness

• Strategic Planning / Review
• Academic & Facilities Review
• Enrollment Analysis

• Senior Staff
• Faculty & Student Engagement
• Financial Position

Months 7–9 Months 10–12

Visioning & Priority Setting Integration & Momentum

• Board Retreat
• 100-Day Plan
• Long-Term Strategy

• Campus Address
• Quick Wins
• Performance Review

Structured Onboarding: The Critical Year







Competency Area Median Presidential Salary PWI Peer Median

Public HBCUs 
Large (10,000+ students)

$375,000 $550,000

Public HBCUs 
Medium (5,000–10,000 students)

$295,000 $475,000

Private HBCUs 
Well-Endowed

$425,000 $625,000

Private HBCUs 
Limited Resources

$185,000 $325,000





Stakeholder Key Actions / Priorities

Federal Agencies

Department of  Education:
•	 Fund HBCU presidential studies and training programs 
•	 Support research on HBCU leadership and institutional sustainability
•	 Include presidential capacity development in institutional funding 

requirements (Title III category)
•	 Coordinate with accreditors on leadership standards 

White House Office of  Domestic Policy:
•	 Include HBCU leadership development in broader initiatives
•	 Convene cabinet-level discussion of  HBCU institutional sustainability
•	 Align federal HBCU funding toward leadership development components

Philanthropic Organization

•	 Pipeline Development: Fund training, academies, and mentoring programs
•	 Board Development: Support governing board training and governance 

excellence
•	 Research & Evaluation: Fund longitudinal studies on presidential 

effectiveness and HBCU leadership
•	 Institutional Support: Provide multi-year institutional grants enabling 

comprehensive leadership development initiatives
•	 Sector Convening: Support HBCU association and consortium activities 

advancing leadership development

Corporate Partners

•	 Support training programs and leadership academies
•	 Provide internship and rotation opportunities for emerging leaders
•	 Share expertise in areas like financial management, technology, and human 

resources
•	 Employ HBCUs as valued partners in workforce development
•	 Invest in HBCU donor relations and development support

Accrediting Bodies

•	 Include presidential competency and leadership stability in accreditation 
standards

•	 Assess institutional succession planning and leadership development
•	 Require institutions to document leadership development investments
•	 Monitor presidential tenure as an institutional health indicator
•	 Reward institutions demonstrating leadership excellence and stability





Stakeholder Immediate (0–6 mo) Intermediate (6–18 mo) Long-Term (18+ mo)

HBCU 
Institutions 
(Boards & 
Presidents)

•	 DESIGN & IMPLEMENT: 
Competency-based search committees 
& structured onboarding within first 
100 days

•	 CREATE: Mandatory board 
governance training

•	 ESTABLISH: Peer mentoring 
partnerships with experienced HBCU 
leaders

•	 CONDUCT: Compensation 
benchmarking and equity assessment

•	 COMMIT: 5-year minimum tenure 
expectation

•	 Launch institutional leadership 
academies

•	 Establish executive coaching 
access

•	 Develop mid-career renewal 
sabbaticals

•	 Implement succession planning 
protocols

•	 Full implementation of  
competency-based search 
frameworks

•	 Executive coaching standard for 
all presidents

•	 Mid-career sabbaticals 
normalized

•	 Regional peer councils 
operational nationwide

HBCU 
Associations 
(TMCF, 
NAFEO, 
AAU, AASCU)

•	 CONVENE: Presidential leadership 
task force (presidents, boards, faculty, 
consultants)

•	 DEVELOP: Competency-based 
search toolkit (interviews, rubrics, 
evaluation)

•	 INITIATE: Federal engagement 
(DOE, NSF, NIH)

•	 LAUNCH: Presidential support 
resource hub & publish advocacy brief

•	 Launch Presidential training 
Program

•	 Establish regional peer councils
•	 Complete resource hub
•	 Conduct board governance 

training rollout
•	 Publish competency-based 

search guide

•	 Trainee program at full capacity
•	 Resource hubs fully operational
•	 Leadership best practices 

disseminated nationwide

Philanthropic 
Organizations

•	 ISSUE: RFPs for research on 
presidential effectiveness, tenure, 
institutional outcomes

•	 FUND: Pilot training programs
•	 SUPPORT: Leadership initiatives, 

hub development, convenings
•	 ALLOCATE: Immediate funding for 

national coordination

•	 Expand funding for leadership 
initiatives

•	 Support multi-year research 
and academy expansion

•	 Multi-year funding committed
•	 Provide support for program 

costs
•	 Sustain ongoing leadership 

development programs

Federal 
Agencies 
(DOE, White 
House)

•	 FUNDING: Research and Training 
Programs

•	 SUPPORT: Research on HBCU 
leadership and sustainability

•	 INCLUDE: Leadership development 
in funding requirements

•	 COORDINATE: With accreditors 
on standards

•	 ISSUE: Funding solicitations

•	 FUND: Longitudinal 
presidential research

•	 COORDINATE: Interagency 
HBCU policy initiatives

•	 PROVIDE: Sustained funding 
for costs

•	 ENSURE: Long-term federal 
leadership support



Stakeholder Immediate (0–6 mo) Intermediate (6–18 mo) Long-Term (18+ mo)

Corporate 
Partners

•	 SUPPORT: Training and leadership 
academies

•	 PROVIDE: Internships & rotations 
for emerging leaders

•	 SHARE: Expertise (finance, tech, 
HR)

•	 INVEST: Donor relations & 
development support

•	 Expand partnerships for 
leadership initiatives

•	 Support institutional capacity-
building programs

•	 Sustain corporate funding & 
engagement

•	 Institutionalize HBCU-
corporate partnerships

Accrediting 
Bodies

•	 INCLUDE: Presidential 
competency & leadership stability in 
standards

•	 ASSESS: Succession planning & 
leadership development

•	 REQUIRE: Documentation of  
leadership investments

•	 MONITOR: Presidential tenure as a 
health indicator

•	 TRAIN: Evaluators on 
competency assessment

•	 DEVELOP: Institutional 
guidance resources

•	 INCORPORATE: Leadership 
development in accreditation 
standards

•	 REWARD: Institutions 
demonstrating leadership 
excellence & stability


























