Leadership Programs Sub-group (initial findings presentation/discussion)
Chris Carlson-Dakes and Farah Shirzadi
February 8, 2013

Information sources
¢ Survey conducted by CfLl in 2011 (68 pages of data from 398 unique
programs/offerings)
e Search on UW website for programs with “Leadership” in title and description
e References from colleagues as we inquired about their programs (they referred
us to others)
¢ Personal experience and knowledge

Initial findings (as related to 5 elements of framework)

Definitions of leadership

Many programs did not operate from a specific definition of leadership, though they
were not necessarily opposed to defining it. Many allow the definition to emerge from
the participants. Others had not gotten to that level of refinement yet.

For those programs that did use a particular definition, the following key concepts,
phrases, characteristics and/or values were commonly used. Not everything is listed -
often times there were different words used for similar ideas, so to streamline the
summary, we have just listed a condensed version of the full list.

» Situational, adaptive {e.g. “Leadership in nursing is individualized to the person

and situation...”)

e Motivational, inspiring

¢ [nitiative

e Systems thinker, connector

¢ Able to move from idea/concept to action/implementation

® Group/team level —not individual venture

* Service to others

e Formal and informal — not necessarily a role, but a function

Philosophies and models of leadership (in order of most to least from Q5 of survey)

e Situational Leadership — application model|

e Social Change Model — developmental and application model

¢ Emotional Intelligence — developmental model, individual level with defining
characteristics and traits

¢ Servant Leadership — conceptual and mission-driven model, aligned with Social
Change Modet!

¢ Transformational Leadership — motivational model for groups

e QOthers listed that align with the above include Social Justice (Adams & Griffin),
Biblical Servant-Based Leadership, Community Organizing, etc.




Core competencies {based primarily on survey results)

There are many different terms that relate to similar competencies and there is
significant overlap between many of them. We have tried to simplify them with a
condensed list below.

=

Communication and interpersonal skills

Multiple perspectives — awareness, respect for, and inclusion of
multiple/diverse/alternative perspectives

Problem solving skills

Decision making

Feedback — ability to give and receive constructive feedbhack

Reflection — the ability to be reflective is implicit in many offerings, though it is
not specifically listed as a “competency”. It is implicit in how many offerings
operate and evaluate their outcomes.

7. Conflict management — embedded in many general statements is the implicit
expectation of conflict prevention and management.

i
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Connections to Wi Idea

This is a tough one to answer — perhaps the Servant Leader mode!? Leadership as
service to others? Unsure how prevalent this model is outside of UW? (Endowed
Professorship in Engineering, Campus-wide Servant Leader discussion group, “On the
circuit” of Greenleaf Center...)

Leadership Development Practices

The majority of offerings are for undergraduate students. There is an opportunity to
increase offerings for grad students, faculty, and staff (or increase the participation in
existing offerings).

Multiple formats exist for intentional delivery {(meaning specifically for leadership
development).

¢ Course for credit

e Workshop (series and one-offs)

¢ Online resources

s Focused training programs

e Certificate programs

s Retreats

Other formats exist with the “osmosis” model — do the work and you’ll develop as a
leader.
¢ Student organization {through the course of their work, but not necessarily
intentional leadership development)
e Residence hall activities
e lob training programs




Outcomes of Leadership
Not real sure how to answer this one, but below is a list of how many programs evaluate
their impact/effectiveness.
e End of event feedback session or surveys
e Self-assessments throughout process — reflection is built in
e Exit interviews {not commaon, but some do this)
¢ Annual reports to funding agencies and sponsors — reporting metrics vary by
program
* Many have some sort of recognition at the end {(appreciation dinner, banquet,
certificate, small payment or gift, etc.)

Other key content that doesn’t relate to a framework element
Thought experiment: if we had a UW-Madison graduate and a graduate from another
schoof behind a curtain talking about their experience, how would we be able to tell
which one is from UW?

e What would they say differently?

e  What would they be able to do that sets them apart?

* Five years from now, how would their UW experience contribute to their future

differently than graduates from other schools?

Jim’s clarification of the distinction between outcomes and competencies
e Qutcome —successful completion of team project that meets objectives
e Competencies — skills required to get the team to the desired outcome

Any framework elements that don’t seem relative
None at this time.

Questions that have been raised based on your work
1. Still struggling with what this looks like when we’re “done”. What is the
deliverable? Perhaps some guiding questions may help...if we are able to offer
the campus the following document that paints a compelling picture of:
a. Why an intentional focus on leadership development is important and
aligned with our campus mission/vision.
i.  Thisis an invitation — not an expectation.
ii. Itisintended to support and extend what you already want to
do — not add on something new for you to do.
b. What are we the guiding principles, values that underlie our statement of
need. This includes the following elements:
i.  Clear and concise statement of core values and principles.




ii.  Avisual depiction of a conceptual model (needs to be simple to
digest and adaptable to multiple disciplines, formats, audiences,
etc.)

¢. How can |, as an individual, engage with this framework and

operationalize it in my own context?
i.  Thisis an individual endeavor — an invitation, not a mandate.
ii. Places to go to get more details, resources, support, information,
etc. if/when the time is right for you.
ili. What types of support already exist? What needs to be
created?
d. Who is currently being served, and who is not?
i.  Where is there overlap between demand/interest in leadership
development and a lack of offerings? (Don’t create something if
there’s no demand, and to duplicate efforts if it already exist.}

How do we know this initiative has been successful?

Do more people know the framework exists?

Do they understand the content/theory behind the framework?

Do they know how to apply it - put it into practice?

Do they put it into practice and use it to develop/advance their individual
initiatives (courses, workshops, etc.)?

Do they evaluate their impact by measuring core competencies?




Institutional Values and Initiatives February 8, 2013
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Definitions

Philosophy

‘Competencies

.| 16 Wisconsin

" Practices

| Leadership Devélopmenit -

~ Leadership Outcomes ™

 Key Institutional Values

Reaccreditation
documents

Wisconsin ldea
o Applying classroom and out of the classrocm
learning in ways that have significant benefits on
the world
© Creative problem solving
¢ Local, national and global engagement
Academic freedom — sifting and winnowing
o Related to being inclugive and open 10 diverse
points of view
o Faculty centered culture
Care and attention to the practice of strategic
planning/ change
o Alignment of strategic planning w/
reaccreditation
Shared sense of histery and place
Service mission
Creating a diverse workforce
Shared governance

Martin & Wiley
comments

University
Mission
Statement

Guiding
principles

We are committed to being responsible
stewards of our human, intellectual, cultural,
financial, and environmental resources.

We promote the application of research and
teaching to issues of importance for the state,
the nation, and the world, and we place learning
and discovery in the service of political,
econemic, soclal, and cultural progress.

We promote the highest standards of intellectual
inguiry and rigor, in keeping with the university's
proven commitment to the “continual and fearless
sifting and winnowing by which alone the truth can
be found.”

We support fearning for its own sake, throughout
our lives, as a service 1o the greater good.

We fiercely defend intellectual freedom and
combine it with responsibility and civility o that all
who work and live on our campus can question,
criticize, teach, learn, create, and grow,

We cbhserve the highest ethical integrity in
everything we do.

We believe in the importance of working with and
learning from those whase backgrounds and views
differ from our own.

We share the belief that neither origin nor
economic circumstance should be barriers to
participaticn in the community.

W1 Experience

Local,
National,
Global
Engagement

Creative problem solving

Wl Idea

Intenticnal integration of in-
and out~ of the class
learning, creative and
entrepreneurial engagement
in real world problems, and
through active student
leadership

Graduates who think beyend the canventional
wisdcm, who are creative problem solvers who
know how to integrate passion with empirical
analysis, who know how to seek out, evaluate
and create new knowledge and technologies,
who can adapt to new situations, and who are
engaged citizens of the world
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Institutional Values
Heidi Lang, Margaret Nellis, Jeff Hamm; 2/6/13

Key Institutional Values and Beliefs: Wisconsin Spirit

o Direct link between education, research, and democracy. Education and research is in service to
an engaged democracy—with the goal of empoweting the people of Wisconsin. In a time of
monopolies and plutocrats, the “Wisconsin Spirit” focused teaching, research, and service on
ensuring that Wisconsin citizens would be in control of their own government and economy.

o “Egalitarian engagement”’ with citizens, communities, and the State. Rather than a top-down,
expert-driven model of “service” and “uplift” charity, we work within a model of partnership and
community leadership development. No swooping in and saving or rescuing; rather, all sharing in
the work to improve the situation.

» [Engaged self-governing and democracy. We do not simply promote this for others, but operate
from these values in our daily work. This is the foundation for our radical commitment to shared
governance.

e Academic freedom and the fearless search for truth (“sifting and winnowing™). This relates
directly to being inclusive and open to diverse points of view, ultimately to the benefit of all.

o Trust, transparency, and integrity. These are the basis for our own work and relationships, as well
as for our work with citizens and communities. This is reflected in strong negative attitudes about
corruption and demands for clean and open government.

Y.eadership Outcomes
e Students with a deep sensc of moral obligation to use their education to benefit the people of the
state, not just themselves.
¢ The application of research and teaching to issues of importance for the state, the nation, and the
world. Learning and discovery in the service of political, economic, social, and cultural progress.
& Students who
o think beyond the conventional wisdom
are creative problem solvers
know how to integrate passion with empirical analysis
know how to seek out, evaluate and create new knowledge and technologies
can adapt to new situations
are engaged citizens of the world.

00 QOO0

Leadership Development Practices
e Civic engagement
Outside the classroom learning
Egalitarian peer leadership; keeping power in the hands of as many people as possible
Leadership is an action, not a position
Focus on community leadership development




Coordinated Leadership — Leadership Educators Council

Research/Scholarship

THE UNIVERSITY

WISCONSN

MADESON dschutt@ohr.wisc.edu

Director, Office of Haman Resource Development
Office of Human Resources

Universiky of Wisconsin-Madison

http:/ fwww.obrdwisc.edu/

608-262-7106

fl Objective

¥ Synthesize research/scholarship related
to leadership development perspectives
to inform Framework elements




B Existing UW-Madison
 Competencies - Students

¥ Leaders challenge the process
¥ Leaders foster a shared vision

¥ Leaders promote action and
involvement

¥ Leaders show the way

¥ Leaders inspire passion
From CFLI Home Page

i § Existing UW-Madison

% The definition of leadership that guides the

Leadership Certificate is that leadership is ...

tz “the ability to mobilize self and others toward a common
goal.”

% This definition infers leadership is an action, not a
position. The Leadership Certificate program strives
to recognize leadership mobilization that creates an
impact on individuals, student organizations, and the
community in a positive, permanent way.

From Leadership Certificate Home Page




E )

e

Articulate a vision for their organization

Set goals and objectives based on the needs and capablhtles of the
population served

Promote student learning and development

Prescribe and practice ethical behavior

Recruit, select, supervise, and develop others in the organization
Manage financial resources

Coordinate human resources

Plan, budget for, and evaluate personnel and programs

apply effective practices to educational and administrative processes
communicate effectively

initiate collaborative interaction between individuals and agencies that
possess legitimate concerns and interests in the functional area

| Existing UW-Madison
Competenc1es Employees

Interests’ -

\‘lllﬂa;u\m; f 3
eader {classroom, 3 instructional hours)

Interpersonal - Bw!dm_g and Maaaging Refationships (classroom, 3 instructional hours)

Effectiveness interpersopal t;an and Tensions {eoaching: session, 4 instructional hours)

ching session, 4 instructional haurs

Execotionand.. |
Results -

+0rg mzap naig l;gﬂahnratmn (lndependent {earning project' 4 instroctional hours)**
|+ Fogs w&gg Project {mdependent !eamlng.pr.OJ.ECt. 4:10, Instruﬂional
hours)** T

Talent Mépagement . Team Fag[]tatlan (caaching session, 4 lnstrucflonal hours)

|« Coaching and Devglopina Others (coaching session, 4 instructional-hours)

am Management (Self-Study, 4 instructional hours)

mDaveIquent [classroum 3 |nstruct|onal hours)

: -unders;anﬂ M|53| 1o, | Lgy (sel 5h:dy4|n5tructlunalhours) :
erstandmg Planped, _Cﬂaniz ‘Change - (self-study, 4 Enstructmnal hours)
ed Chanot {classroor, 3 dnstructional heurs).. 7 77

ent {clzssroom, 3 inskructional hours)- -

Capstope Session Lontemporary J

€5 30 Leadershln and [earning Iategration (classroom, 3 Instructional
hours) {haif-day session)y**




Experiential Education: We provide purposeful opportunities for development
through students’ direct engagemertt with their envirorument and experience
and continue the process with in-depth reflection.

Challenge & Support: We extend a student's experience beyond the familiar
through intentional learning opportunities while providing a safe and stable
environment.

Depth & Breadth: We honor the profound impact that specific and infense
engagement has on student development while also providing extensive
opportunities for continued learning,

Evaluate & Adapt: We incorporate assessment measures into all of our
programs io ensure meaningful impact and we make tactical adjustments when
Tecessary.

Socio-Cultural Awareness: We promote diverse learning opportunities that
integrate experience and reflection on critical issues of social justite, diversity,
and multiculturalism.

Wisconsin Leadership
 Framework

PR

..

The Leader )
Lampetencies
EQ Behavioral $ivle . +  Adsprability
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Social fnlelligence N I{T'Pf verng » Anaiyti—vzlékﬂb
Culturzl Jrvlig & Yerbal Commanication
Inteiligence * i‘:’g}"""& Skefts
Integrity M acEing +  ConflictResolition
Initiative * Exerueing

+  Decision aking
*  Influeneing

Effectiveness and
Performance Quicomes
*  Foliower
«  WorkUnit
+  Drganizational
1 Externzl Stakeholders

Leader-Sitnation
Match

The Situation
+  Foltower Atributes
¢ Taskdutibubes
+ Worktnlt
Attributes
«  Work Unit Cultere




- Comprehensive Leadership —
1l -Broad Philosophy (CAS¥)

¥ Gaining self awareness,

¥ The relationship of self to others (differences and
commonalties),

¥ The uniqueness of the institutional environment
within which leadership is practiced, and

§ # The relationship to local and global communities.

It must advance competencies in the categories of
foundations of leadership, individual development, and
organizational development.

*Council for the Advancement of Standards in Higher Education

Foundations of Leadership

¥ Historical perspectives and evaluation of
leadership theory

# Theoretical, philosophical, and conceptual
foundations of leadership of several cultures

% Cultural and gender influences on leadership
% Ethical practices in leadership

¥ Moral leadership

# Leadership and followership




Awareness and understanding of various leadership styles and approaches
Exploration and designing of personal leadership approaches
Human development theories

ELRE I

The intersections of human development theories, sexual orientation, nakional
origin, and enviroronent

Personal nmnagement issues such as ime management, stress reduction,
development of relationships, problem solving, goal setting, and ethical
decision-making

4 Oral and written coommunication skills

% Critical thinking skills

% Risk taking

% Creafivity

%  Wellness lifestyle development

4 Supervision

¥ Motivation

ah

Organizational
Development

Team building

Shared leadership

Group dynamics and development

Organizational communicalion

Group problem-solving and decision making models
Planning

Conflict management and resolution

Methods of assessing and evaluating organizational effectiveniess
Organizational culture, values and principles -
Community development

Power and empowerment

Colaboration

Developing trust

Organizational politics

Leadership in diverse organizations

E R R




f‘;fi_:-;}_;.} Decisions

1. Use existing competencies

2. Use an evidence-based approach
Similar to the University of Arizona

{ To create a framework within which
people around campus can connect




AT Was matched w1th
es bat best

ere asked questions

:level and do not
provide means

|for assessing students’ learning based

|on those outcomes. In addition, we |

‘|came to the realization that a number

5

' Of our’ assessment queqtlons based on .

questlon

1 outcomes ‘?”

[ ] -_Ieammcr outcomes

*to cmate our own comprehe swe hst of :

'ou ' o es was a large one. Flrst We

broad,ri
“for |
ulcomes . on ‘a

rogrammatic

these outcomes did not rea]ly measure

What we wanted
' So we had to ask’ ourselves ihe
Are we usmg the nght

Thls Was the “A—ha”

,2 'moment that motlvated us to create our
;"own set of outcomes Usmg Lhe CAS

. Standards : and Leammg _Re(_:omi_tdered

-gmdes* we set out

had to unclerstand What we were tlymg,

ﬁ'to m; asure Were they' Standards

,:outcomes 'competenmes 01' somethmg

else? A’_f:tel understandmg what each of_
these concepts meant, we determined
that competencies fit the best as it

includes knowledge, skill, .and bebavior

(Conttinued on page 6)
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(Contined on page 7)
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: ‘:competenmes and made any addmonal

“measurements. We then clustered the

‘competencies under headings.

,understanding personal values,. oral

ommumcatlon reseauch skﬂls and
' _fapplopuate mterachon WIth others and
—;dld not need - to be re- measured m the

. __Ismgular context of searchmg f01 a

_fadjustm_epts :_necessary “to. match the -

Version 1 of the Student

expe: ience. Washmgton DC Author

Leadership -Competcncieé— had 18
‘clusters between 1. and 7 speaﬁc
competenmf:S “for each cluster and 60
spemfm competencms totai Ve1510n 1. 1
hajs____ll clusters betwaen 4 and 1li

Spemﬁc comp etenme': :

for each cluster and

Council for flle Ac_lvaﬁcemént' of
Standards m Higher Edncation. (2006).
CAS professional standards  for

(Condinued on page 8)







Student Learning and Development Outcome Domains for Student Leadership Programs

Knowledge acquisition, integration,
construction, and application

» understanding knowledge from a range of
disciplines

s  connecting knowledge to other knowledge,
ideas, and experiences

s  constructing knowledge

o relating knowledge to daily life

Cognitive complexity

#  critical thinking

¢ reflective thinking
o effective reasoning

@ creativity

Intrapersonal development

®  realistic self-appraisal, self-understanding, and
self-respect

# identity development
s  commitment to ethics and integrity
¢  spiritual awareness

Interpersonal competence

&
@
o

&

meaningful relationships
interdependence
collaboration -

effective leadership

Humanitarianism and civic engagement

@

understanding and appreciation of cultural and
human differences

social responsibility

global perspective

sense of civic responsibility

Practical competence

pursuing goals

communicating effectively

technical competence

managing personal affairs

managing career development
demonstrating professionalism
maintaining health and wellness
living a purposeful and satisfying life

Council for the Advancement of Standards in Higher Education. (200g). Stiident leadership progranis CAS standards and guidelines. Retrieved October 13, 2010 from

http:/fwiww.cas.edu/getpdf.cfmPPDF=E86F 4088-052F-0666-ADCB2sF2AgFE7A70
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Supporting Leadership Development Approaches

_Evaluate

Leadership e (lassroom-Base Standardized e Trainersand ¢ Reactions-Based
Training Needs Training content and Facilitators with Training
Analysis (Based on (Standardized) learning activities Relevant Subject Matter Evaluation
Wisconsin for classroom and Expertise, Work (Short-Term)
Leadership web-based Experience, and .
Process Model) training Facilitation Skills
Job Analysis s Web-Based Training Customized Learning-Based
(Standardized) content and Training
learning activities Evaluation
for coaching, (Short-Term)
mentoring, special
projects,
experiential) _
Leadership ¢ Coaching Program Training focused Behavior-Based
Practices (Customized) on hands on Training
Inventory (Self) learning rather Evaluation
than theory (Biannually,
Medium to
Long-Term)
Leadership e Mentoring Program Resuits-Based
Practices (Customized) (Annually,
Inventory Medium to
(Observers) Long-Term
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