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LEADERSHIPDEVELOPMENT

L eadership development representsakey aspect of
community and organizationa building processes.

L eadershipisnecessary to stimulate peopleto think
critically and toidentify problemsand new solutions
to achieve current and future goa s. However, the
way we view and approach |eadership devel opment
isnot dways cons stent with the nature of our
changing world. Communitiesand organizationsare
faced with chalenges of agloba magnituderequiring
morecregtivevisoning for community buildingand
sugtainability. Devolutionand reductioninfinancid
resourcestolocal communitiesnecessitate
maximizing theuse of existing assets. Community
and organi zational change can not be adequately
dedt with by any oneindividuad, public agency,
organizationor privatefirm (Miller etal. 1990).
Organizationa and community decisonsand actions
isnot about individual behavior, but rather an
outcome based on structural characteristicsand
ongoing relationsamong thoseinvolved (Ryan
1994). The pressures to innovate and find better
ways of doing things to improve the quality of
life communities experience point to the need to
redefine and expand traditional ways of problem
solving. If webelievethat communitiesand
organizationsare open, dynamic systemsthat are
constantly exposed to and reacting to change, then
we need approachesto |eadership devel opment that
will facilitatethischanging environment. Itisnew
information that keepsthese systems off balance,
challengesthe status quo, and offersopportunities
for growth (Whestley, 1999).

Despite advancesin leadership literaturesover the
|ast decades, | eadership devel opment programs
continueto invokethe narrow lensof old models.
Many of these program mode sstrivefor equilibrium
and gability. Others, whilergectingindividudistic
assumptions, arevoid of toolsthat help move
leadership forward. Asaresult, leadership
development focuseson control strategiesrather
than processesthat expect and integrate change
(Whesatley, 1999). What isneeded isan approach to
leadership that “link not rank” peopleinthe

interaction process (Van Nostrand, 1993: xviii). In
other words, leadership doesnot resideinthe
position of agpecidizedindividua butinthe
connectednessamong multipleindividuaswho are
linked within communities, inorganizationsand
acrossnetworks. Spearsarguesthat clinging to old
model s keeps power inthe handsof afew and limits
civic engagement (Spears 1998). K otter (1990)
contendsthat old model s produce cons stency and
order to manage control—rather than motivation
and movement to adapt and embrace change. What
iIsneeded are new modelsof leadership
development that addressthese complex issuesand
createanew organization climateand culture. Ina
world of relationships, itisthe positive connecting
patternsamong people and shared information that
aresourcesof creativepossibilities. Whenthe
information of multipleindividuasislinked, and
shared openly, the networks and the organization
they arepart of build self -knowledgeand the
capacity to respond quickly and appropriately to
change. L eadership devel opment programsthat
focusonworking relationshipsto cooperatively seek
new information and work to solve complex
problemsaremorelikely to haveashared visonand
collaborative goastowardsabetter future (Miller, et
al. 1990).

ANEW PARADIGM: SHARED
LEADERSHIP

Bennis(1989:12) describesthe modern world as
being onewhere:

...environment encroachments and
turbulence,...the fragmentation of
constituencies... multiple advocacy,
win-loseadversaria conflictsbetween
internal and externa forces...hasled
to asituation where our leaders are
‘keeping their headsbel ow thegrass’

Perhapsthe most influential thinker and writer on
leadership, Burns(1978) callsfor what hesaysis
themost potent form of leadership, transforming
|eadership. He contendsthat the new formfor



leadershipis* arelationship of mutua stimulationand
elevationthat convertsfollowersintoleadersand
may convert leadersinto moral agents...Moral
|eadership emergesfrom, and dwaysreturnsto, the
fundamenta wantsand needs, aspirationsand values
of thefollowers’ ( Burns1978:464). Themeaning
behind Burn’sstatement isthat organizations[and
communities] must placeahigher degree of
importance on theroles people assumethan on the
positionsthey hold. Transformational leadership
focuseson higher order, moreintrinsic, and
ultimately moral motivesand needs. The process of
leadership must belinkedtoinformal aswell as
forma networks—whereby tiesamong diverse
groupsarelinked to motivate peopleto act (Allen
1995, Kotter 1990). Hence, leadership becomesan
emergent process—onethat isdynamic, inclusive,
interactiveand transforming. Itisalso contextualy
grounded with specificidentifiable practicesthat give
meaning to everyday life. Understanding leadership
from this perspective embodiesinterpersonal
connectionsand mutud obligationsfor problem
solving.

We definethis perspective as Shar ed

L eader ship—a strategy for change that is
inclusive of those committed to working
collectively for the common good through
under standing of the values and vision for a
better community. Thus, shared leadershipis
responsiveto problemsof the public commons. It
requiressocia actionin search of solutionsfor the
common good (Bryson and Crosby 1992). This
aternativeview seesleadership asinteractive,
dynamic and empowering whereby participantsinan
activeand inclusive processcollectively question,
challenge and problem-solve about the social,
political and cultural nature of organizationsand
communities

Theideaof shared |eadership movesaway froman
individualistic paradigmto onethat isabout
achieving ashared vision and mission and lessabout
titlesand positions. Theissueisthat leader
development isbased on egoti stic assumptions
about theindividua, whileleader ship development
isashared group process based on assumptions of
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the collective (see Ryan 1994). Hence, shared
|eadership devel opment isabout practicing group
rel ationship building skillsin organizationsand
communitiesinorder that the entiregroup hasthe
capacity to construct good solutionsto shared
problems.

We define shar ed leader ship asthe
co-creation of an environment by a
group of individual s, organizations,
and communities with the intent to
accomplish a common vision and
collaborative goals.

Shared |eadership occurs asthe networksthat group
membershave converge and focuscollective
energies, skills, and knowledgeon anissue, goal or
problem. Through theiterative connectionsamong
people, organizationsand communities, they co-
create an environment that isconduciveto strategic
visioning, building trust and open dialogue. For these
interactionsto solve problemsthere must beasense
of working towards co-creating the environment—
whereby the organization and community climate
and culturearetransformed.

SHARED LEADERSHIP FRAMEWORK
Co-creatingcommunities

A co-creating framework useswebsof influence
rather than chainsof command to mobilize resources
andisinclusiveof thosetraditionally left out of the
process. Wheatley (1999) suggeststhat themore
freedomindividualshavein sdf-organizing, themore
order will occur if everyone hasaclear sense of
identity inthe organi zation/community. Everyone
fedslikeapartner inthe system.

Inacommunity or organization, itiscollaborative
relationshipsthat make shared |eadership work.
Thesearenot relationshipsof likeorganizationsor
peopl e agreeing with each becausethey share
identical perspectives. Rather, itistherespectful
interactionsof differing viewpointsand
understandings. In collaborationspeople
exchange their differences, affirm their



commonalities, and negotiate how they are going
to achieve their common vision. People cometo
thetable of |eadership asequals—sharing resources
and power. Theexpression of avisionor direction
hasitsgenesisin the needs of the community and
comesfrom the new ideas discovered through
shared meaning and collective ownership. Shared
leadership servesasthesocia gluefor the
community building process. It movessocial capita
forward and buildsacivic structurethat gives
communities capacity to solvetheir problems.

Central to the concept of shared leadershipisthe
guestion: leadership for what?Inashared leadership
model, |leadership skillsare not embedded inthe
individua but ingroup relationswhich seek to
accomplish community or organizationa gods. The
uniquevision, mission, and goa sof each group hold
theanswer to the question. Oncethe shared goas
and expectationsof thegroup areclear, then
memberscanintegratetechnical skillswiththe
construction and expansion of socia relationshipsto
Increase organizationa and community capacities.

Thus, shared |leadership actsinthefollowing ways:

® individuascometogether to set clear
intent for thegroup

® individuasnegotiate how they aregoing
to work together to accomplish that
clear intent

® individualsbuild saf -knowledge about
each other, their organization, the
community, and theenvironment by
deliberatelistening, observing, and
learning

® individualsareableto co-createtheir
environment because of theweb of
relationshipseach bringtothe
organization

® new connectionsarecontinuoudly built
by thegroup

Organization’scapacity for hedthy relationships:

1. How do peoplelisten and speak to each
other?

How do they work with diverse members?
Do people have free accessto one another?

Are peopletrusted with openinformation?

o~ 0D

Areorganizationa valuesevident? Or do
peoplegivelip serviceand do something
ese?

6. Iscollaboration honored?
7. Can people speak truthful to each other?

Theoutcomesof shared leader ship

Thegoal of any |leadership devel opment programis
to helpindividudslearn how towork with their
community or organization to undertake aset of
goasthat achieveavisonor misson. The
expression of avison or direction hasitsgenesisin
the needs of the community. Thevision comesfrom
the new ideas discovered through shared meaning
and collective ownership and givesdirection to the
community building process. For communitiesthe
vison usualy centerson attributes of self-defined
quality of life; for organizationstheclear intent isset
forthinthegroup mission statement.

Thus, the measurement of effective shared
leadershipishow well thegroup or community
movestoward their vison. Wheatley (1999)
suggests seven questionsfor benchmarking progress
toward an effective organization. Thesequestions
findtheir parald incivic Sructuretheory (Morton
2001) whose dlementsincludeinteractionsamong
multiplegroups, communication (thefreeexchange
of information) and structurd pluraism
(opportunitiesfor multiple perspectivesto be

expressed).



SKILLS AND PRACTICESOF SHARED LEADERSHIP

Individua swho undertake to shareleadership with othersdo thefollowing:

Articulate cons stent, clear messagesthat
dignwiththeshared misson/visonwhich
otherscan useto guidetheir behaviors

Seek thebig pictureinthemidst of details
and chaos, searching for thelarger

10.

Expect that the organizational/
community systemand environment
will continudly influenceeach otherin
spiraling feedback |oopsthus co-
creating each other

patterns 11. Useplanning strategiesthat haveroom
Recogni ze process structures and kinds of for“justintime’ reflectiveresponses
connectiongrdlationships thothe un)expected (whichaways
appens

Accept and usedisequilibrium and change ) ) o
assourcesof creativity and energy. “ The *Thismeanspracticestrategicthinking
searchfor organizationa equilibriumisa and strategic visioning not sirategic
sure path to organizational death” planning,
(Whestley, 1999:76). * Just-in-timestrategiesincludebeing
Embrace new forcesand new information prepared for change/expecting change
that continually changethesituation and and engaging for themoment while
how othersrespond visoningfor thefuture.
Practicethe principleof subsidiary- 12. Respectothers uniqueness
dlocating athority for decisonmekingto 13. Learntorecognizecritical conditions
g;sg)d osest tothedecision (Terry, for change (vs. focuson critical mass)

. . 14.  Allowforflexibility inleadershiproles,
Develop strategiesto “work with the recognizing that peopleand rolesare
forcesof change” (Whestley 1999:137) not fixed entities, but aredynamic-
Know that power isrdlational, not [ nformati on, i nterc;onnept with others,
positional and thuscultivate connections andreinterpret their environment
among others.™...power inorganizationsis 15, Understandthat informationis
the capacity generated by relationships” dynamic and needsto fregly circulate
(Whesatley 1999:39). sinceitisthe* nourishment” (Wheatley

Spendtimelistening and observing
relationshipsand interactionsamong
people, organizations, and their
environment in order to seeand
understand the connecting patterns

1999:101) by whichworkerg/citizens
areabletointdligently self-organize
their work.

Allen, Beverlyn Lundy, LoisWright Morton, and Tianyu Li. 2003. Shared L eadership. Rural Development
Initiative RDI-125, lowaState University, Collegeof Agriculture.
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THE PRACTICE OF SHARED LEADERSHIP
IN PUBLICAGENCIESAND VOLUNTARY
ORGANIZATIONS

Shared |eadership skillsare necessary to public
agenciesand privatevoluntary organizationsif they
areto effectively servetheir communitiesand
accomplish specific organizationd goals. However,
many groupsdo not know whether their volunteers
or employeeshavethese skills. Without this
knowledge, itisdifficult toidentify skill development
strategiesand training that could lead to stronger
shared leadership skillsand increased capacity to
solvegroup problems.

Resear ch study

In 2002 an assessment instrument was devel oped
(seeAppendix A) and pil ot tested to benchmark and
track shared |leadership skillswithin groups. Then,
578 groups and agencieswere sel ected from within
the 114 communitiesrandomly sampled from lowa
communitiesby thelowaState University Rura
Development Initiative (RDI) in 1994 and 1997.
These 114 communitieswerederived from a1994
random selection of onerura community (pop. 500-
10,000 and not contiguousto metropolitan center)
from each of lowa's99 countiesand a1997
random selection of 11 citiesfrom lowa's22 smdll
cities (pop. 10,000 to 50,000), and four of lowa's
elght metropolitan citieswith popul ationsover
50,000 (see Besser, et al. 1998).

Inthisstudy of shared |eadership seven typesof
public agenciesand non-profit organizationswere
purposively identified to be surveyed. Thesetypes
were sel ected to represent community groupsthat
arefrequently foundinsmall and medium sized
communitiesand included: fireand rescue services,
the United Way, churches, Community
Empowerment Boards, Chambers of Commerce,
Soil and Water Conservation Digtrict Office, and
Office of Human Services. Severa of the 114
communitiesdid not haveall typesof groups(e.g.
Chamber of Commerce, Community Empowerment
Board or United Way). Sometownsdid not have
Chamber of Commerce; if they had an economic

devel opment committee the chairpersonwas
surveyed. Community Empowerment Boardsare
regiond and not foundin every community. Smple
random sampling procedureswere applied when
more than one officewas present in thetown for one
typeof organization, for example, fireand rescue
servicesand churches. Surveyswere addressed to
the positiona leader of thegroup (e.g. executive
director, pastor, commissioner chairperson, or
program coordinator). A total of 578 groupswere
surveyed consisting of 111 fireand rescue services,
34 United Ways, 111 churches, 61 Community
Empowerment Boards, 66 Chambers of Commerce
or economic development committees, 98 Soil and
Water Conservation District offices, and 97 Offices
of Human Services.

TheDillman (2000) three phasemail survey
method was used. A cover |etter and 4 page
guestionnaire conssting of 31 closed end questions
were sentin May, 2002. Two weeksafter theinitia
mailing, postcardswere sent to everyonethanking
thosewho had already returned their questionnaires
and asking participation from thosewho hadn’t.
Two weeks after the postcards, replacement
questionnaireswere sent to thosewho had not yet
returned origina questionnaires. Altogether, 320 of
the 578 questionnaires sent out were completed and
returned, yielding areturn rate of 55 percent.

Benchmarking shared leader ship practices

Resultsfromthissurvey offer benchmarksfor
understanding the extent to which shared leadership
practicesare occurring in somelowagroupsand
organizations. Our findingsareclusteredintofive
conceptual areas: 1) mission, goals, planning, and
evauation 2) communication flows, 3) trust
relationships, 4) decision making, and 5) community
networks.

Mission, goals, planning and evaluation

Positional leaderswho weresurveyed (SeeB1lin
Appendix B) overwhelmingly reported that their
group haveashared, clearly understood mission
(74.9 percent) and agreement on goalsand



objectives(69.4 percent) (Figure 1). Over 50
percent said they havewel | devel oped organizationa
plansthat arefollowed; conversaly almost 14
percent said they do not have well-devel oped plans.

Shared and clearly 749

understood mission 6

'

Understand and 69.4

agree on goals 6.3

|

Plans are well 50.9
developed 13.6
Evaluation of 419
all activities 24.4

0 20 40 60 80 100

HAgree and strongly agree B Disagree and strongly disagree

Figure 1. Missions and Goals*

Almost 42 percent of theleadersreported that they
havebuilt eva uationinto most of their activities. A
little over 24 percent say they do not have evauation
follow-upfor their activities.

Communication flows

Fiveitemsrepresent the patternsof communication
whichexistinthesurveyed organizations(Figure2).

100

80

2 73 71.1
60
40
20 105
6.3 : 9-2
0

People freely talk All organizational Information is
with each other members have widely shared in
access to the organization
financial
condition

68.7

People listen
to each other

Peoplefreely talk with each other regardless of
organizationd postionsandinformationiswidey
shared acrossthe organization offer ameasure of
transparency of the communication network.

Over 70 percent of the group position leadersthink
that informationintheir organizationiswidely
shared. Further, sensitiveinformation such everyone
intheorgani zation having accessto thegroup’s
financia conditionisgenerally shared (73 percent).
About 60 percent say the quality of information that
circulatesamong group membersisusually accurate.
L astly, communication cannot be successful unless
thereisalistener. Leaders, ingenera, think that
peopleintheir group listen to each other (68.7

percent).
Trust relationships

Trust relationsamong individua sareessentia for
effective communication and organizationd capacity
to solve group issues. Four questions represented
trust relational practices. memberstrust each other,
differencesof opinion among membersare
encouraged and respected, conflict keepsusfrom
doing anything, and people havefree accessto each
other (Figure 3). According to group leaders, trust
relationsare strong in their organi zation. People have
free accessto one another (86.4 percent); members
trust each other (66.3 percent), and conflictisnot a
barrier to accomplishing thegroup’sgoals(74.6
percent). Further 67.7
percent report that
differencesof opinion
among membersare
encouraged or respected.

59.6

Accurate
information
circulated

EAgree and strongly agree B Disagree and strongly disagree

Figure 2. Communication Flows*
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Free access to 86.4

one another 4.7

|

67.7

Differences of opinion
are repected 6.6

Members trust

each other 7.9
Conflicts keep us 10.8
from doing anything
0 20 40 60

I

66.3

74.6
80 100

B Agree and strongly agree B Disagree and strongly disagree

Figure 3. Trust Relationships*
Decision making

Decision making practicesreflect thekind of
leadership withinagroup andthelevel of member
involvement in guiding thedirection of thegroup.
Leaderswerelikely to report that membersare
highly involved in decisonmaking (67.4 percent)
(Figure4). Further, alittlemorethan half (57.8
percent) say that groupsat every level areinvolved
indecison making. Thissuggeststhat decisonsare
likely to be shared among group members. Lastly
69.1 percent of the surveyed |eaders say that their
groups leadershipiseffectiveand shared when

appropriate.

W Agree and strongly agree ElDisagree and strongly disagree

Figure 4. Decision making*

100
80
69.1 67.4
40
20
7.3 6.6

0

Shared and Members are Decentralized

effective highly involved decision-making
leadership in decision making

Community networks

Community relationshipsoutsdethegroup bringin
new information and resourcesthat build the
capacity of thegroup toinnovate. Almost 68 percent
of theleadersreport strong networksto the greater
community through collaboration; 7.9 percent say
that collaboration with other organizationsdoesnot
occur frequently (Figure5). Forty-six percent

report that group information iswidely shared across
their community; 13.2 percent report that
informationisnot widely shared.

Shared leader ship training needs

Many groupsand organizationshaveclear
missionsand goals, strong trust relations,
communicatewe | within thegroup and across
their community, and practice shared
leadership (seeAppendix C). Figure 6 offers
asummary of paid and volunteer saff training
needs as reported by the group director or
chairperson. Morethan one-third of surveyed
positiona |eadersperceivethat paid and
volunteer staff need leadership skillsand
greater competency inmobilizing resources
such aspeople, dollars, and time. Other high
priority skill training needsfor paid saff are
technology andinformation systems(33.2
percent), building teeamwork withinthe
organization (32.3 percent), visoning the



future of the organization (29. 7 percent), and percent), meeting skills(18.4 percent) and

eva uating programs (29.7 percent). Morethana evaluation of group process(19.3 percent) as
quarter of theleadersthink that paid staff need skills  needed skillsfor their volunteers.

inmanaging conflict (28.8 percent), building

partnershipswithin thecommunity (27.2 percent) CONCLUSION

and greater communication and information

exchange capacity (25.3 percent). Other paid staff Thisassessment of group and organizational shared

skillsthat wereidentified astraining needsare |leadership offersasnapshot of how anumber of
evaluation of group processes (18.7 percent), group  public agenciesand private organizations seetheir
facilitation skills(18.4 percent), decision making current leadership practices. Much moreresearchis
processes (15.5 percent) and meeting skills (12.7 needed to fully understand the shared |eadership
percent.). practicesand therelationshipsamong these
practices, effective groups, and capacitiesto
67.7 solvegroup and community problems.

However, our findingsdo provideguidance
to Extension leadership programsthat target
community agenciesand organizations.

Collaboration among
organizations

Why doesshar ed leader ship work?

Weliveinaparticipating universe, weeach
areinrelationshipswithinformation, people,
events, ideasand life (Wheatley, 1999).
Peoplewant to participatein the process of
creating and building something meaningful.
Relationshipsmatter to people, itisthe

Information is widely
shared in communities

0 20 40 60 80 100

EAgree and strongly agree B Disagree and strongly disagree

Figure 5. Community Networks*
100

Overdl, respondentsweremorelikely toidentify

volunteer training needsasgreater than paid staff 80
training needs. Thisisnot surprising since paid saff
areusudly hired for specific skills. Volunteersbring 60

energy and passion for themission but not
necessarily specific skillsneeded to accomplish al
facetsof thegroup mission. A large number of
positional leadersperceived that their volunteer staff
need skillsinvisioning (38 percent), building
teamwork (34.5 percent), building partnerships
withinthe community (34.2 percent) and
communication andinformation exchange (28.5
percent). Other skillsthat |eadersthought their
volunteersneeded wereeva uation of programs
(29.4 percent), managing conflict (25.9 percent),
decison making (23.7 percent), and skillsin
technology and information systems (24.1 percent).
Fewer leadersviewed group facilitation (20.9

10

ETraining Need for Volunteers ElTraining Need of Paid Staff

Figure 6. Training Needs: Paid Staff vs. Volunteer Staff*



connectionsthey havewith each other that motivate
and givemeaningtolife. Participation engenders
ownership, commitment and “emotiond investment.”

Under thetraditional model of leadership, itisthe
leader’sresponsibility to make decisionsand take
respons bility for successesandfailures. All
knowledge and informationisexpected tofindits
way to theleader to makeall knowing, wise
decisions. Inthiscomplex world, thisexpectation
setsthe organization and the designated leader up
for failure. Inthe shared | eadership model
informationisfreely and extensively shared, and
people aretrusted to make sense of theinformation

becausethey know their jobsand the organi zational
purpose (Wheatley, 1999). Itisnot theleader’s
responsibility to deal with piecemeal problemsand
tasksbut everyone' srespons bility to takethe
information from thesystemthat isneeded. They can
fix the problemthat they have knowledge and
capacity to deal withor bringit back toalarger
group for solutions. Under ashared leadership
framework, itisnot theleaders responsbility to
protect information aong restricted pathway's,
becauseinformationisopen andfredly circulating.
Thistransparency alsoisadeterrent to gossipand
rumor, aspeoplewill makeupinformationif they
don't haveit.

* Figures do not add to 100%; neutral responsesare not included.

11



References

Allen, B. L. 1995. Towards aReconceptulization of Leadership: Race, Class, Gender, and Cultural
InclusivenessinaPreliminary Step Toward anAlternative Theory. UMI Dissertation Information Services.
AnnArbor, MI.

Bennis, W. 1989. Where have dl theleadersgone?In W. Rosenback and R. Taylor (ed) Contemporary
Issuesin Leadership (2" ed.) pp 5-23. Boulder, CO: Westview.

Besser, T., K. H. Cheg, C. Colvin, J. Flora, J. Judkins, A. Consdale, L. Merritt, and T. Rice. 1998. How
Size of TownAffectsQuality of Lifeinlowa Rural Development Initiative RDI-106 lowa State
Unviergty, Collegeof Agriculture.

BurnsJ. M. 1978. Leadership. New York: Harper and Row.

Bryson, J. and B. Crosby. 1992. Leader ship for the Common Good: Tackling Public Problemsin a
Shared —Power World. San Francisco, CA: Josey Bass, Inc.

Dillman, D. A. 2000. Mail and Internet Surveys: The Tailored Design Method. 2nd edition. New York:
JohnWiley & Sons, Inc.

Kotter, J. P. 1990. A Force for Change: How Leader ship Differs from Arrangement. New York: The
FreePress.

Miller, L. C., B. E. Rossing, and S. M. Steele. 1990. Partnerships: Shared L eadership Among
Stakeholders. The University of Wisconsin-Madison.

Morton, L. W. 2003. Small Town Servicesand Facilities: TheInfluence of Social Networksand Civic
Structure on Perceptions of Quality. City and Community 2:2:99-117.

Ryan, V. D. 1994. Community Development and the Ever Elusive* Collectivity’ . Community Devel opment
Society 25(1):5-19.

SpearsL. 1998. Insightson Leader ship edited by Larry C. Spears. New York: John Wiley and Sons.
Terry, R. 1995. Economic Insanity. San Francisco: Berrett-K oehler Publishers.

Van Nostrand, Catherine Herr. 1993. Gender Responsible Leader ship: Detecting Bias, in Preventing
Intervention. Newbury Park, CA: Sage.

Wheatley, M. J. 1999. Leader ship and the New Science: Discovering Order in a Chaotic World. San
Francisco: Berrett-Koehler Publishers.

12



AppendixA

2002 Leadership Survey

Please circle the number that best represents your opinion of your organization on the following
statements.

Organizational Practices

10.

11.

12.

13.

14.

15.

16.

17.

18.

We have a shared and clearly understood mission...

Members understand and agree on goals and
ODJECHIVES ..o

People freely talk with each other regardless of
organizational poSItioNS .........cccoeeeiiiiiiiieeeeiie e,

People listento each other..........cccciiiiiiiiiiciiis
People have free access to one another...................
Information is widely shared across the organization
Information is widely shared across the community ..

All organizational members/employees have
access to the group’s financial condition...................

Collaboration with other organizations occurs
frequently ...

Differences of opinion among members are
encouraged and respected..........cccceiiiiiiiiiiiiiienee,

Members are highly involved in decision making......
Conflict keeps us from doing anything ......................

Information that circulates among members is
usually accurate ..........cceevveeiiiieeiieeeee e,

Members trust each other.........cooocovviviiiiiiieiieeen,

Groups at every level are involved in decision
MAKING ...

Organization plans are well developed and followed
We have built evaluation into most of our activities...

Leadership is effective and shared when
Yo 0] (0] o] F= 1 (=

Strongly
Disagree

Strongly
Agree

5
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Leadership Training Needs

19. Does your organization have these paid staff leadership positions? (Circle as many as
apply.)

Director/Pastor

Associate Director/Associate Pastor

Program Coordinator

Other positions (specify):

-~ o a0 o p

20. Does your organization have these volunteer leadership positions? (Circle as many as
apply.)

a. Director/Program Coordinator

b. Board of Directors

c. Chair of the Board

d. Committee chairs (how many?)

e. Other volunteer leader positions (specify):
f.

g.

21. Below is a list of leadership skills and competency areas. Please circle those you think your
organization’s paid staff need.

communication and information exchange
technology and information systems
managing conflict and controversy
building teamwork within the organization
building partnerships within the community

-~ @ a0 TP

group facilitation skills
basic meeting skills (convening meetings, organizing group activities, setting agendas)

s @

decision making processes

evaluation of programs

j- evaluation of group processes

k. visioning

I.  mobilizing resources (people, dollars, time, etc.)
m. other (please specify):

14



22. Below is a list of leadership skills and competency areas. Please circle those you think your
organization’s volunteer leaders need.

communication and information
technology and information systems
managing conflict and controversy
building teamwork within the organization
building partnerships within the community

-~ o a0 o p

group facilitation skills
basic meeting skills (convening meetings, organizing group activities, setting agendas)

s«

decision making processes

evaluation of programs

J. evaluation of group processes

k. visioning

I.  mobilizing resources (people, dollars, time, etc.)
m. other (please specify):

Organizational Structure

23. What is your main service area? (Circle only one.)

a. Health

b.  Education

c. Civic

d. Recreation

e.  Culture and Arts
f. Religious

Environment
Fire Protection/EMS
Chamber of Commerce/Economic Development

s @

J- Human Services
k.  Other (specify):

Please turn to next page.



24.

25.

26.

27.

28.

29.

30.

31.

How many members are in your organization?

How many paid employees does your organization have?

How many years has your organization existed?

What times and days of the week are best for paid staff to attend training?
Days: Mon. Tues. Wed. Thurs. Fri. Sat. Sun.

Time: Morning Afternoon Evening

Please circle the days of the week and the time that are best for volunteer staff to attend
training.

Days: Mon. Tues. Wed. Thurs. Fri. Sat. Sun.

Time: Morning Afternoon Evening

What is your position in the organization?

How long have you been in this position? years

Your gender (please circle): Male Female

Other comments you'd like to make:

16

Please return to:
Beverlyn Lundy Allen
303 East Hall, lowa State University
Ames, |A 50011-1070
by May 15, 2002.

Thank you.



Appendix B

Pastor

Secretary/treasurer
0%

Chief/assistant chief
20.0%

Other

18.0% Chair

15.0%

Director/president

18.0%

Coordinator
5.0%

Supervisor

5.0%

FigureB1. Survey Respondent’s Position in Organization

Program coordinator
5%

Associate director/
Associate pastor
10.7%

Secretary
7.4%

Administrative
assistant
%

Supervisor
2.5%

Chief
2.5%

No paid posiiton
15.7%

Committee chairs
21.3%

Director/program
coordinator
6.6%

Chief
5.7%

Assistant chief
5.2%

Secretary/treasurer
3%

Chair of the board

Captain 26.5%

2.4%
No volunteer
position
1.4%

Board of directors
27.5%

Figure B2. Volunteer Staff L eadership Positionsin the Organizati

Director/pastor

35.5%

Figure B3. Paid Staff L eadership Positionsin the Organization

on
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AppendixC
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Il Agree and strongly agree B Disagree and strongly disagree
(Percents do not add to 100, neutral responses are omitted.)

1 Free access to one another

2 People freely talk with each other

3 Shared and clearly understood mission

4 All organizational members have access to financial condition
5 Information is widely shared in organization

6 Shared and effective leadership

7 Understand and agree on goals

8 People listen to each other

9 Differences of opinion are respected

Figure C1. Organizational Practices

18

10 Collaboration among organizations

11 Members are highly involved in decision-making
12 Members trust each other

13 Accurate information circulated

14 Decentralized decision-making

15 Plans are well developed

16 Information is widely shared in communities

17 Evaluation of all activities

18 Conflicts keep us from doing anything
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