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Executive Summary 

In our first case study, our group visually simulated personal communication skills and group decision-making processes effectively and ineffectively.  In order to create this visual tool kit, we used our own creativity and the material from our notes and textbook.  Although the first class project challenged our group, the second case study allowed us to take it one step farther.  We went beyond simulation into real world application.  


For this case study we selected a particular ad-hoc group of professionals and students from UW-Green Bay.  We applied class principles in order to analyze the group’s communication behaviors.  This group met with the common goal of identifying the current leadership development concerns on campus.  After pinpointing the problems, they brainstormed solutions in order to enhance the leadership development of the students.  We studied this leadership-oriented group for three individual meetings and therefore titled our case study, “The Leadership Trilogy.”


Our analysis will detail the process we took to define effectiveness from the group’s perspective, the facilitator’s perspective and how it was defined for the facilitator from our own perspective.  We have chosen to specifically focus our in-depth analysis and recommendations towards the facilitator, because she is the only group member who will be involved with this project until its completion. Therefore, we felt that our recommendations would be most beneficial to this particular group member.  


Furthermore; based on the individual deep insights that we gained from this real-world application, we created a specific set of rules of thumb or in our words “Pinky Policies” that we will be able to utilize in our future.  Lastly, we will conclude our paper with the “AH-HA” moment we had while conducting our analysis of this group.  

Introduction


   The group we chose to evaluate for this case study was an ad hoc committee created to address student leadership programs on campus.  Our group specifically chose to analyze this group because leadership decisions made on campus are of particular interest to us as developing leaders.  This group met with the desire to build up the campus’ leadership offerings in order to develop one of the strongest leadership programs in the state.  The general view is that our campus already has a strong leadership foundation in place, yet in order to enhance an already sturdy program, this group met to come up with ways to enhance the student leadership programs offered. 

This group project includes an assessment of three meetings held every other week for six weeks.  Each meeting lasted approximately an hour and a half.  We realize for any group to be effective, it takes continuous work over a period of time.  Based on the fact that we did an analysis of the series of three meetings, we titled our project “The Leadership Trilogy.”  We felt these three meetings as a package were more representative of their true group process, rather than one individual meeting.

Since the Leadership Trilogy was an ad hoc group, the constant participant in the future of carrying out its decisions is the facilitator, Lisa Tetzloff, the Director of Student Life at the University of Wisconsin-Green Bay.  All other group members will change in the future task force depending on specific needs of the group.  Therefore, our focus in this project was on Lisa Tetzloff, since she will benefit the most from our feedback.  Furthermore, due to specific power roles evident among the participating group members we felt it was necessary to keep all identities anonymous expect for Lisa, who specifically asked for continuous improvement feedback.  In addition, several of our group members work directly with some of the Trilogy participants.  Therefore to avoid unnecessary conflict of interest we have mainly focused our evaluation on the facilitator, Lisa Tetzloff. 

As a research tool we generated an effectiveness evaluation form for consistency in our analysis.  We created specifically formatted questions for the skills of meeting management, listening, creativity, conflict management, problem solving, and leadership styles and tendencies.  Our list was developed as a result of class discussions, reading material from class and our own knowledge.  For each skill we developed a series of questions to help us determine the effectiveness of the Leadership Trilogy group.  For a more in-depth analysis as well as to understand the perspectives within the Leadership Trilogy group, we interviewed individual group members and sent a confidential evaluation form.

Group Perspective: Effectiveness Defined


Participants within this group came from various areas on campus including: The Office of Student Life, The Office of Residence Life, The American Intercultural Center, The Dean of Student’s Office, Career Services, and student organization representatives.   Due to this variety, we felt it was important to acknowledge each department’s specific prospective goals for the Leadership Trilogy meetings.


Student Life- A primary department represented in the Trilogy was the Office of Student Life.  This department had the goal of finding a feasible program for which current and future students can learn about leadership.  Since the leadership program will most likely be run out of this office, the final decision will have a direct effect on them. Also, this department placed specific emphasis on the funding of such projects.  Understanding the current student leadership program and current culture of the university were other key goals of this group.  They were looking to combine the current leadership situation with the futurist goals as set forth by the chancellor.  

An important dynamic of the department would be the Director, Lisa Tetzloff who was also the facilitator of the Trilogy.  As a representative of the Office of Student Life, Lisa was challenged with supporting her department’s goals as well as advancing the goals of the entire group as its facilitator.


Residence Life- Another key department represented in this Trilogy was the Office of Residence Life.  Its participants first had an underlying goal of gaining approval for their own future leadership development project.  They also were looking for input and suggestions from other departments on this project.  Lastly, although not directly voiced, it was possible financial support was another underlying goal of this department.  We felt they needed to show how their individual project fit into the overall leadership strategy of the university.  

American Intercultural Center - The American Intercultural Center had a goal of involving students of diversity and keeping them in mind.  This is a key audience currently not represented as appropriately as it could be in the existing leadership on campus.  With a focus on advancing the diversity numbers at the university, this group played a pivotal role in integrating a segment of the population that could become more involved in the leadership activities on campus.  
Dean of Students Office - The Dean of Students Office had very strong relational goals and therefore wanted every department to give its input during the meetings.  This office often de-legitimized their own concerns in order to accommodate other’s perspectives and reach group consensus on a solution.  Although many of the groups represented in the Leadership Trilogy meetings are student focused, this office had a vested interest in making sure that all segments of the university had a chance to give contributions on how leadership can be enhanced on campus. 

Career Services - The Career Services department’s goal in this Trilogy was specific to student development within leadership.  As one of the top features employers look for in prospective employees, students with leadership skills will have a better chance when competing for a job and such skills will also benefit them at the workplace.  Ultimately, the entire university will gain an elevated reputation in the eyes of professionals due the well-rounded education it provided to its graduates.  

Students - In this series of meetings student input was an essential piece in creating appropriate ideas to enhance leadership development on campus.  Student representatives came from several student organizations on campus such as: Good Times Programming, the Student Government Association and the Student Ambassador Program.  

These participants had a goal of creating a strategy that helps the students who aren’t being reached or, in other words, keep in mind the informal leaders on campus.  They also had goals of identifying the resistance points of students who do not take advantage of the current leadership programs.  Another key goal from this group’s perspective was to provide a variety of innovative programs.  New programs would increase the probability of the students that are inactive with leadership programs now. The student representatives also wanted to create programs that will be beneficial to students with varying leadership skills.  For example, they suggested seminars targeted towards specific developmental stages of leadership.  Finally, the adaptability of programs was emphasized, since they should be able to change with the needs of students. 

Facilitator Perspective: Effectiveness Defined


As the principal player of the Leadership Trilogy it was important for us to gain Lisa’s perspective on the meetings.  Our research was conducted through one-on-one discussions with Lisa as well as a written survey.  To be able to properly analyze Lisa’s effectiveness as a facilitator we first needed to gauge how she defined facilitator effectiveness. 

Lisa felt she would be an effective leader if she established credibility from the group’s point of view.  Lisa knew people consider a source’s credibility when developing the audience’s trust, establishing credibility from her audience’s perspective was essential.  In order to appropriately facilitate this group she needed to portray authority and sincerity to the group.

Lisa also felt in order to be effective she needed to communicate the importance of the project to the group participants.  By emphasizing the value of leadership development she hoped they would take the issue seriously.  She also highlighted the future impact on students that the group’s decision would have.  With the inclusion of numerous university departments in the discussion, Lisa was able to exemplify how leadership extends across campus and how their input made a difference.  

Furthermore, Lisa had a goal of finding a way to enhance the leadership development students.  She felt this group would be more effective in accomplishing this goal by brainstorming new ideas for leadership programming on campus.  She wanted to find new solutions to the leadership issues on campus brought up by group members.  She was not comfortable allowing the group to settle on the current process, because she believes the university’s leadership development has room for improvement.  

Lastly, Lisa felt if she properly prepared for meetings she could be an effective leader and facilitator.  According to Lisa, one task associated with appropriate preparation would be creating an agenda.  A second essential job of an effective facilitator in her eyes was to send out the minutes from the previous meeting to all group participants.  Lastly, Lisa directly emphasized the importance of having in-depth background knowledge of the topic at hand.  In particular, for this series of meetings, Lisa prepped herself by researching leadership opportunities not only at UW-Green Bay but also at other universities.  

Our Evaluation 
Effectiveness Defined – Before our group could determine if Lisa was either an effective or ineffective facilitator we had to establish criteria in which we could evaluate her facilitation skill level.  We identified skills we believed were important for effectively facilitating a group.  The first skill a facilitator should demonstrate is the ability to listen, clarify and integrate information.  A facilitator should demonstrate flexibility and adaptability when leading a group, as well as, keep the group focused on the group objectives.  Another effective facilitation skill is selecting the appropriate technology for the situation.  An effective facilitator will also develop and ask the right questions in order to orient the group and keep them focus.  Managing conflict and negative emotions is a facilitation skill that is hard to do, but is essential for properly managing a group.  An effective facilitator encourages and supports multiple perspectives, and presents information in a clear and concise manner.  Lastly, an effective facilitator directs and manages meetings in an appropriate manner.      

Our group believes that an effective facilitator should demonstrate and properly manage these nine essential facilitation skills.  We identified these primary facilitation skills we learned through our classroom experiences and training as the necessary criteria to base our evaluation on.  We took each of the nine skills and evaluated Lisa’s overall performance in the Leadership Trilogy, and rated her as either effective, signified by a smiley face, or ineffective, signified by a frowning face.  Each rating is further explained and proved with specific examples citing our decision.      
The first skill we evaluated Lisa is her ability to listen, clarify and integrate information.  Lisa appropriately exemplified this role, and did a good job of using clarifying statements after group members talked for lengthy periods of time.  Lisa would say, “So, what I’m hearing is…” or “What I am gathering from different comments of the group...”  This skill was very important in managing this group, as there were many group members who demonstrated different levels of background knowledge on leadership as well as different perspectives on the group’s purpose.  This was one of Lisa’s strong points, and we rated her effective for this facilitation skill.  (
The second skill we evaluated Lisa on was her ability to demonstrate a level of flexibility and adaptability when leading the Leadership Trilogy.  After an overall analysis, we decided Lisa was both effective and ineffective at this skill.  We identified numerous examples of Lisa demonstrating these skills effectively and a few instances when she demonstrated them ineffectively.  She demonstrated a proper level of flexibility and adaptability when the room was not set up the way she wanted for the second Leadership Trilogy meeting.  She acknowledged to members of the group that the room was not conducive for proper brainstorming; however, she adapted an effectively led the meeting regardless of the room set up.  She ineffectively demonstrated this skill by being too flexible with some lengthy contributions by group members.  At one point in the second and third meetings, Lisa allowed a member of the group to overstate their perspective.  This seemed to get the group off track.  Although Lisa brought the group back, she was too flexible in this situation.  Exercising more control and limiting lengthy contributions would have been more effective.  It became clear to us that Lisa is effective at demonstrating adaptability, and ineffective at demonstrating flexibility.  Thus, we rated Lisa effective at adapting and ineffective at being flexible. ( - ( 
The third facilitation skill we evaluated Lisa on was her ability to keep the group focused.  This can often be a difficult task, especially for a meeting with a broad topic and many participants.  Lisa wanted to allow people the opportunity to participate and share their ideas and personal experiences about leadership.  The purpose of the meeting was to generate ideas and to brainstorm the possibilities of leadership programming that could someday be available on our campus.  This was done very well in the first meeting; it was done okay in the second meeting, and poorly in the third meeting.  Participants became too tactic oriented in the third meeting, and began trying to identify solutions before the problem was properly analyzed.  When participants started to do this, Lisa should have kept them on track and focused on the agenda provided.  At times, several participants went on tangents that seemed to get the group on a different track.  We feel for the purpose of getting as small as Lisa wanted to get, she should have limited some of the group member tangents and remained loyal to the agenda.  Therefore, we rated Lisa as ineffective in this skill.  (

The fourth facilitation skill we evaluated Lisa on was how she used technology to enhance the outcome of the meetings.  During the first meeting, Lisa facilitated a broad brainstorming session on the definition of leadership and what opportunities students currently have on campus.  She wrote down participants’ ideas on a large notepad on an easel stand.  We rated her ineffective for this facilitation skill, because it would have been more appropriate to use the large Post-It notes that stick to the walls of the meeting room.  That way the participants could see all of the ideas and suggestions generated. (

The fifth facilitation skill we evaluated Lisa on was her ability to develop and ask the right questions.  Our group agreed this is one of the best facilitation skills that Lisa possesses.  Since Lisa knew she would be taking notes throughout the meeting, she provided the proper questions on the agenda for participants to acknowledge when they were ready.  One example on the third meetings agenda item was, “What questions remain unanswered?”  Although, we feel Lisa could have verbalized the questions as well as making them available on the agenda, we thought Lisa was effective in this facilitation skill, and gave her an effective score accordingly. (         

The sixth facilitation skill we evaluated Lisa on was her management of conflict and negative emotions in these meetings.  Lisa demonstrated throughout the Leadership Trilogy her mastery of this facilitation skill.  Although no heated conflicts took place, there were several instances in the second and third meetings in which participants went back and forth expressing their opinions.  For the most part, Lisa acknowledged that everyone was acting in a professional manner and allowed healthy conflict to foster; therefore we rated her effective. ( 


The seventh facilitation skill we evaluated Lisa on was her ability to encourage and support multiple perspectives.  Taking into account the numerous departments in attendance and the different objectives for attending the Leadership Trilogy that were identified earlier, Lisa was tolerant and supportive of different department’s viewpoints.  She would ask student participants to express their perspectives on certain issues in order to create an environment in which participants could share their diverse opinions.  Lisa demonstrated an effective level of this facilitation skill. Therefore, we rated Lisa effective for this skill. (     

The eighth facilitation skill we evaluated Lisa on was how she presented information to the group.  Presenting information clearly and concisely is vital to success.  Lisa presented a fair amount of information at the beginning of each of the Leadership Trilogy meetings.  As an icebreaker, she began all three meetings by presenting information about leadership.  In the first meeting Lisa described the six different stages of leadership.  In the second and third meetings she shared different definitions of leadership.  She also created a chart of the current leadership programs offered on campus and provided participants with information on what other UW schools are doing in the area of leadership development.  The information she presented was clear, concise, and effective.  We rated her effective on this facilitation skill. (
The final facilitation skill we evaluated Lisa on was her ability to properly direct and manage meetings.  Lisa spent a great deal of time preparing for the Leadership Trilogy meetings.  She acknowledged that a great facilitator is prepared for almost everything, and many people often forget this important piece of the puzzle.  Throughout the series, she made sure to provide participants with opportunities to express their opinions and to participate in the group’s discussion.  At several points throughout the meeting, Lisa specifically acknowledged a group member by saying, “How do you feel about what was just said?”  Overall, her ability to successfully direct and manage the meetings helped the group achieve consensus about the issue of leadership development on our campus, thus we rated Lisa effective in this skill area.  We rated Lisa an effective director and manager of meetings.  (
From our group’s perspective, we identified effectiveness as being able to display a majority of the nine essential facilitation skills at a high level.  Lisa demonstrated an outstanding level of effectiveness in six and a half of the facilitation skills we evaluated her on.  Although there were two and a half skills that Lisa did not display an outstanding level of effectiveness, we as a group still believe that she is an effective facilitator.  Through our classroom training we have been taught to hone our evaluation skills to the details that make up an effective facilitator.  According to the nine essential facilitation skills we have evaluated Lisa on, we feel that she is an effective facilitator.  We have identified room for improvement, but do not feel there is any need for major change.      
Recommendations
            Taking into account Lisa’s definition of facilitator effectiveness, our group developed four specific recommendations to present to Lisa.  These recommendations are based on our classroom learning’s and are meant to enhance her current facilitation skills.  This is not to take away from the positive actions she displayed during the meeting trilogy.  These are just additional tidbits to further enhance her already prevailing skills as a facilitator.   


To effectively convey our reasons for our recommendations, we wrote an assessment to give to Lisa (Appendix).  Rather than send the information to Lisa, we decided to meet with Lisa to personally present the feedback.  By physically being available to answer any questions or explain our feedback, we took a step further in claiming validity to our recommendations.  This added step also gave us a chance to gage the reactions from Lisa as she received the feedback.  


Being able to observe Lisa’s reaction to the feedback we developed, gave us an indication of whether she agreed with us or not.  Our evidence was supported by documentation and we were careful to point out that our recommendations are minor and overall we learned a lot from watching her facilitate the group.  

            First, we are recommending that Lisa use task manager skills to limit lengthy contributions by group members.  Lisa demonstrated qualities of a relational manager, and we feel when there is a time crunch and a decision has to be made (like in the last meeting of the Leadership Trilogy) she should have been more task-oriented.  Lisa needed to focus on the task which had to be accomplished.  At the second meeting, we could see the relational side of Lisa as a facilitator starting to come through.  Since she did a great job during the first meeting, this was not a concern until the third meeting. 

So ,What? Lisa could have been more effective in the third meeting if she would have been able to break off the tangent of one particular participant.  Letting one member overtake the group is not beneficial to anyone.  By effectively intervening, Lisa could have kept the meeting on track and avoided the pitfalls of communication dominators. 

Second, we are recommending that Lisa select the appropriate technology for the meetings she facilitates.  Since these sessions were primarily brainstorming and problem analysis in nature, it would have been most effective to use the large Post-It notes so that group member’s ideas could be prominently displayed.  So, What? By placing noted ideas in visible view for all participants during the brainstorming and problem analysis session, the meeting participants would have been able to refer back to previous ideas/statements.  By providing visual aids, participants are better informed and can focus more on the meeting versus having to keep detailed meeting notes. 

Third, we are recommending that Lisa follow the rules of agenda integrity.  Agendas were made available to group participants when they came to the meeting, and we feel that participants would be more prepared if the agenda was sent out prior to the meeting.  Also, we are recommending that Lisa set a more realistic agenda.  Although Lisa did a good job of carrying over the agenda items that did not get discussed to the next meeting, all three agendas were too long.  So, What?  Setting a more realistic agenda and consistently accomplishing all topics on the agenda will help group members orient themselves and be more prepared.  Sending the agenda out prior to the meetings can encourage thinking prior to the meeting.  This enables group members to come prepared.  Also, setting realistic agendas prevents the group from feeling overwhelmed with the items they should be covering during the meetings.  

Lastly, we are recommending to Lisa that she attach an “abstract” version of the minutes when she emails out the agenda to group members and provide a copy at the meeting.  Consistently, we saw that the first ten minutes of each meeting was spent catching up people who had missed the previous meeting or who did not read the full-length minutes.  We found this to be redundant and ineffective.  So, What? By providing an abstract version of the minutes, which only includes the decisions that were made and the specific details of the previous meeting, people can quickly be caught up to speed.  Also, by providing a copy of abstract minutes at the meeting, we hope that latecomers can reference them if they have questions, rather then disrupt the group.  If desired, the full-length minutes can be made available for those members who would like to reference back to exact statements.  The “abstract” version can be formulated from the full-length version, as Lisa likes to have the detailed version to reference on her own.  This will save time in the beginning of the meeting and set a nice pace for the rest of the meeting.  If consistently reviewing previous meeting minutes, it can encourage group members that are prepared to show up late.  

Pinky Policies

Analyzing and critiquing the Leadership Trilogy taught us five important “pinky policies.”  Pinky polices are similar to rules of thumb, but unique to our group members because they are our personal rules of thumb in which we will take with us as we graduate and go our separate ways.  In developing our pinky policies we put our own group twist to loosely established guiding principles. 

Our first pinky policy states -- If you are a relational-oriented manager, use task-oriented tactics to stay on track.  Lisa was a relational-oriented manager, and we observed this style to be effective in the first and second meeting.  However, this style prohibited a final decision from being made in the last meeting.  If Lisa would have used task-oriented tactics (for example a PERT chart) to map out what should be accomplished from each meeting; she would have been able to ensure the task functions of the meetings were met. As we learned in class, it is questionable as to whether we are able to switch between being a relational-orientated manager and a task-oriented manager.  Being able to identify the type of leader we are will help us to develop the correct strategies to be effective.  In this case, if unable to adapt to be a more task-oriented facilitator, Lisa might have been able to reach out to a task-oriented facilitator to help this last meeting be more successful.   

Our second pinky policy states -- If you are facilitating a meeting, you must have a clearly-defined goal.  Lisa stated to us that she did not have a specific goal for these series of meetings.  We identified the lack of having a clearly-defined goal as the only big downfall of the series.  It is the reason to blame for the disorganization of the last half of the third meeting.  Participants became tactic-oriented in order to compensate for the lack of direction.  A clearly-defined goal lets the facilitator and group members know what is trying to be accomplished, and furthermore, lets everyone know when the objectives have been obtained.  Setting a specific goal might not have been feasible for the first meeting, but by the third meeting a clearly-defined goal should have been established and stated.  

Our third pinky policy states -- If you are facilitating a meeting, it is essential to work in personal ideas and opinions appropriately.  Lisa told us that she had ideas and opinions on student leadership, but did not want to sway the group in one direction or the other.  Because of her fear of influencing the group, she remained quiet at times when she should have been vocally leading the group.  As we learned in the fishbowl exercise, a facilitator can and should express their opinions at the appropriate times.  Lisa could have worked in her personal opinions as a piggyback to others’ suggestions or as a stand-alone during the course of the discussion.  We feel Lisa did a great job of not starting off the meeting with her personal opinions.  However, it would have been beneficial to work them in during the course of the meeting.       

Our fourth pinky policy states -- If you are organizing a meeting, be aware of the power sources that exist and that may influence the participation of group members.  The group make up of the Leadership Trilogy was interesting.  The students that were present were often times expected to speak their opinion in a room full of University professional staff members, some of which were their direct supervisors and bosses.  For many students, this created a dilemma.  They may have been tentative to speak their minds if their opinion differed from that of their supervisor.  The breakdown of future group meetings will help with this situation.  By having two separate meetings one with just students and another with professional staff, power source problems would be eliminated.     

Our final pinky policy states -- If you want to achieve facilitator effectiveness, then be prepared.  We all learned from being a part of the fishbowl exercise how essential it is to be prepared when facilitating a meeting.  However, this was reiterated when we saw how smoothly the Leadership Trilogy meetings were run.  Lisa put in a lot of research prior to the meetings and it showed.  She was properly prepared and she made the meetings seem effortless.  Like an athlete preparing for the big game, the beforehand preparation is vital to the success of the actual event. 
Conclusion

        Real World Application - In this paper we have presented an analysis and provided areas of improvement for Lisa to fine-tune her facilitation skills.   Overall, our evaluation was on someone with the current skills of an effective leader and facilitator.  The intent of this analysis is not to communicate that she needs to improve.  Rather, our recommendations are suggestions we have learned from our classroom training, to hone in on the details to be adjusted to increase her level of effectiveness.  


Bottom line is our specific recommendations to Lisa are taken from our group’s perspective on how to be an effective leader.  Our perspectives were acquired from the variety of methods we learned in our small group communication class: class lectures, our fishbowl participation and observation, and reading material.  It is easy for us to pinpoint what should occur based on our classroom learning.  However, by witnessing firsthand a real meeting in progress, we also learned how effective facilitators handle situations.   


Equally as important is the fact that Lisa was open to receiving an assessment from our group.  With Lisa being open to receiving feedback from us, as students, it makes our transition into the real world more meaningful.  We were able to provide written feedback to Lisa personally, as if we were conducting a performance appraisal.  This connection will help us to retain educational information to transfer to our professional world. 

AH-HA Moment - At this time we would like to point out our “AH-HA” moment while conducting the Leadership Trilogy analysis.  Our big “AH-HA” moment was that even the best of the best leaders and facilitators have room for improvement.  We realize constructive feedback helps people improve, and we can look forward to receiving feedback from supervisors and colleagues for the duration of our careers.  This is a realization that we as communication majors can carry with us after graduation, and our analysis of an already effective facilitator helped us to arrive at this conclusion.     

APPENDIX

Appendix A: The Leadership Trilogy Agendas and Meeting Minutes 

UW-Green Bay

Leadership Brainstorming Session

October 31, 2006

“Leadership, as the public tells the pollsters, is in disappointingly short supply.”

~ U.S. News & World Report, October 31, 2005

1. Introductions: What was your first experience with leadership?

2. Why are we here?

3. Warming up

4. Leadership as a lifelong pursuit

Leadership Identity Development (in a nutshell)


Stage 1: Awareness

“Other people are leaders; leaders are out there somewhere.”

“I am not a leader; other people do that.”

Stage 2: Exploration/engagement

“I want to be involved.”

“I want to do more.”


Stage 3: Leader identified



“A leader gets things done.”

“I am the leader and others follow me” or “I am a follower looking to the leader for direction.”


Stage 4: Leadership differentiated

“I need to lead in a participatory way, and I can contribute to leadership from anywhere in the organization.”

“Leadership is happening everywhere; we are doing leadership together; we are all responsible.”


Stage 5: Generativity

“I am responsible as a member of my communities to facilitate the development of others and leaders and enrich the life of our groups.”

“I need to be true to myself in all situations and open to grow.”


Stage 6: Internalization/synthesis

“I know I am able to work effectively with others to accomplish change from any place in the organization.”



“I am a leader.”

5. Discussion questions:

In what ways do we learn leadership?

Of these ways, are some better than others? 

How can we attract students to opportunities to build their leadership skills?

Other questions?

6. What we offer now:

Student organizations/student organization orientation

Fall and spring leadership development series

LeaderFest

New: Women’s Leadership (book groups, speakers, etc.)

7. Where do we go from here?

UW-Green Bay

Leadership Brainstorming Session - Notes

October 31, 2006

1. We introduced ourselves and shared our first leadership experiences.

2. Question: Why are we here? It’s our desire to build up the campus’s leadership offerings and to develop one of the strongest leadership programs in the state. We already have a strong foundation in place.

3. Warming up: We each indicated what we believe to be the most important leadership quality and the most important leadership skill.

Top leadership quality: Authentic (3), fair (1), flexible/adaptable (1), honest (1),

integrity (2), learner (2), self-aware/reflective (1)

Top leadership skill: Build teams/build community (1), communicate ideas and opinions/influence (2), create a vision/set goals (2), motivate/inspire (3), organize (1), think critically/make decisions/solve problems (1)

4. Lisa gave a brief overview of the Leadership Identity Model, which describes leadership development as a process with stages.

5. Discussion:

Who are the leaders on campus? SGA, GTP, other orgs, R.A.s, Ambassadors, informal leaders, classroom leaders, student employees (Union, etc.), teaching assistants/research assistants, athletes, interns, Phuture Phoenix group leaders, community organizations, sorority, religious organizations.

In what ways do we learn leadership? Mentoring, observing, relationships (family, advisor, supervisor, faculty, friends), shoulder tapping, classes (lectures, small-group work, etc.), programs (lectures, discussions, org training, D2L, etc.), position/job training, practicing, personal self-development, feedback, emotional connection to a cause.

Leadership as a “package.”

Involvement versus leadership. What is the difference, or is there a difference?

Sometimes a formal leadership title is viewed as a negative. Millennial generation was raised valuing teamwork and collaboration. They are less comfortable with titles.

Many students aren’t aware of their own leadership. How can we help students look back over their college careers and identify what they accomplished, to reflect on the path they took and to synthesize what they’ve learned? The Education Department does this. What about co-curricular transcripts, either as documentation of students’ collegiate involvement or as a tool for reflection? Can a transcript convey depth of involvement? Is that important?

Some students are put into leadership roles they’re not ready for.

How can we involve alumni in our leadership development? They can speak to what they learned on campus and how it applies to their work and/or life.

How can we intentionally coach and mentor our students? Challenge and support.


C.A.s versus R.A.s


Ambassador Directors versus Ambassadors

How can students get a perspective of the next level of leadership? What is the view from the next level?

What clicks with each student? How can we turn on the light bulb for each student? How do we make it relevant?

How do we reach the other 90 percent of students—those who are not involved or are not participating in formal leadership-development programs?

It would be great for student leaders to lead groups, to influence their less experienced peers. However, these student leaders are already stretched thin.

We can offer the experiences that will teach leadership qualities and skills, and help students to make the connections later.

Shoulder tapping is very important. For many students, all they need to get involved is a gentle nudge. They need the confidence to get beyond their fear.

LeaderFest: Who is it for? How can we get our student leaders to bring other students with them? Is the program attractive to both new and experienced leaders? How can we better utilize experienced leaders in planning LeaderFest and presenting programs? Can we get alumni to serve as presenters?


Residence Life is thinking about having a leadership program on Martin Luther 
King Day.

6. What’s next?

Who’s not at the table who should be? Faculty? AIC? NRHH? R.A.s? Ambassadors? Career Services?

We decided to have a second session as soon as possible, so we don’t lose the momentum. The meeting will be at 2 p.m. on Tuesday, November 14, in Niagara B.

UW-Green Bay

Leadership Brainstorming Session II

November 14, 2006

1. Introductions

2. Review of last meeting: A few key points

• Leadership as a “package.”


Package of qualities

Package of skills


Package of involvements/experiences

• In what ways do we learn leadership?

Mentoring

Observing

Relationships (family, advisor, supervisor, faculty, friends)

Shoulder tapping

Classes (lectures, small-group work, etc.)

Programs (lectures, discussions, org training, D2L, etc.)

Position/job training

Practicing

Personal self-development

Feedback

Emotional connection to a cause

• What clicks with each student? How do we reach the students we’re not 
currently reaching?


Shoulder tapping


• Ways to connect experiences/synthesize learning/assemble the “package”

Alumni (how their leadership experiences impact real life)



Co-curricular transcripts



Individual coaching/mentoring


• Other key points?



Disconnect “series”

3. What do we offer now?

4. What’s missing (topics, formats, for various levels of leaders—beginners to experienced, etc.)?

What should/could we offer?

How can we tweak what we already offer?

5. What’s next?

Committee/task force/subcommittees?

Members and meetings



Resources

UW-GREEN BAY LEADERSHIP DEVELOPMENT PROGRAMMING

	What
	When
	Target audience
	Agenda

	Student Leader Kickoff Dinner (tentative)
	Night before move-in
	SGA leaders, R.A.s, Ambassadors
	Connecting student leaders, motivate for the upcoming year, promote upcoming leadership initiatives

	LeaderFest
	September
	Any student (draws mostly established student leaders)
	Variety of topics

	Fall Leadership Series
	Fall (2-hour session, once a week, 4 consecutive weeks) 
	Any student (tends to draw non-traditional students from off campus)
	Variety of topics. Fall 2006: Teambuilding, Leadership and Humor, Critical thinking, Speed reading

	Org orientation
	~45 minutes, on own time (D2L)
	Org leaders
	Org-related policies and procedures

	Women’s Leadership: Book discussions
	1 to 2 hours each, 3 in fall, 2 in spring?
	Any student (drawing mix of mostly female students, mix of traditional and non-traditional)
	Book/article discussions on women’s leadership topics

	Res Life leadership workshop
	January (MLK)
	
	

	Spring Leadership Series
	Fall (2-hour session, once a week, 4 consecutive weeks)
	Any student (tends to draw non-traditional students from off campus)
	Variety of topics. Spring 2007: The art of the memo, Technology for leaders, Ethics, Time management

	Women’s Leadership: Spring Keynote – Eileen Collins
	March
	Campus community
	Leadership in general. Will present campus Woman of the Year awards (sponsored by SGA)

	Leadership: One Half-Hour at the Time
	Year-long
	
	Modules: MBTI, Missions/Values/Goals, Problem solving, Communication

	Conferences


	WURHA/GLACURH/NACURH, AMSLC (American Multicultural Student Leadership Conference), COSGA (Conference on Student Government Associations), NACA/Northern Plains Regional, Circle K District Convention, etc.
	
	

	What
	When
	Target audience
	Agenda

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


UW-Green Bay

Leadership Brainstorming Session II - Notes

November 14, 2006

1. Distributed results from survey of LeaderFest participants. Questions included: Why 
are you involved in out-of-class activities? How much do you think your out-of-class involvement contributes to your overall college experience? What skills have you developed as a result of your leadership experiences in college? Essentially, students believe student organization involvement contributes most to their leadership skills.

2. Reviewed key points from first brainstorming session. 

3. Reviewed/amended list of current leadership offerings.

LeaderFest: Possibly too early in the year to draw emerging leaders. How might we be able to reach a wider cross-section of students? Consider a faculty/staff nomination process like the University Leadership Awards. Or maybe create a pre-printed invitation faculty/staff can personalize and send to students. 

Residence Life Leadership Workshop: John G. is organizing leadership training for January 15 (Martin Luther King Jr. Day). The target audience is emerging student leaders in Housing, as well as established student leaders in Housing. At mid-year, emerging leaders may be more likely to attend leadership training because they have more of a context to start from (e.g. Building Councils, CAB, etc.). R.A.s who participate will receive inservice credit. The planning committee is looking at three possible themes: diversity, personal development, and organizational development. A call for programs has been sent out. Student presentations are encouraged. The event will take place in the Union. There will probably be a MLK component. James Coates is a possible resource. One recommendation was to train/coach/evaluate students on their presentations to help them to build their public-speaking skills.

 Women’s Leadership – Spring schedule: Sheila shared that there will be more book/article discussions second semester. Also she is organizing personal interviews of local women entrepreneurs. These interviews will be videotaped for future use (Channel 20, for example). Sheila is looking into women’s health programming, including health journaling, and possibly a program with Tina Zahn on post-partum depression. Sheila is looking into offering discounted tickets to the Bellin Lifelines Series.

Freshman Year Immersion mentoring program: This program, offered through the AIC, pairs upper-division students with interested freshmen of color. The mentors apply for this voluntary position and go through a day of training. They contact their mentees weekly and attend social activities together.

All sorts of programs: Almost all programs contribute in some way to the development of leadership skills, including relationships, diversity, etc.

4. Discussion:

Lingo – leadership, involvement, engagement, etc. What should we be calling this stuff? Also, how do we define leadership and/or involvement at UWGB? Where do things like speaking up in class fit in?

Students do not always understand what a particular program has to do with leadership (e.g. Leadership Series: icebreakers, humor in the workplace, etc.). Maybe we need to make the connection for them. Before a program, we can share what participants can expect to learn. Also, we can share where/how students can apply what they’ve learned. 

Students want to know: “What am I going to get out of this?”

Students want structured experiences as well as the freedom to set up their own experiences.

Experienced leaders can only teach their peers to the level of their own development because they can’t see beyond that.

Peer mentoring/programming: Could the model once used by Counseling & Health be applied to leadership training? Jamie mentioned that 4-H utilizes a Youth Development Model (do/reflect/apply). She will bring in some materials. Glenn mentioned that the YMCA does something similar.

Time commitment for staff: How much time are professional staff members contributing to students’ leadership development? How can we be intentional and collaborative?

How can we learn about the needs and interests of students who are not currently involved? Focus groups? What about students of color on our campus? Many are very involved in their own student organizations and in community service but not in structured leadership-development opportunities. Could we do a focus group at the AIC?

Some students just need a nudge. Consider personal invitations/nominations. What about students who do not receive an invitation?

Should we have more social events for student leaders? Could the Student Leader Kickoff Dinner serve that purpose? Maybe include a program afterward, such as Comedy City.

5. What’s next?

One suggestion is to form a Leadership Task Force, similar to the other Campus Life Programming Task Forces. This group could help to market/package existing leadership programs, and assess the program array for gaps and overlap. Perhaps subcommittees could then take on individual events, such as LeaderFest. Other ideas?

We decided to have a third (and final?) brainstorming session. The meeting will be at 3 p.m. on Tuesday, November 28, in the Manistique Room.

UW-Green Bay

Leadership Brainstorming Session III

November 28, 2006

Leadership is “a relational process of people together attempting to accomplish change or make a difference to benefit the common good.” Komives, Lucas, & McMahon, 1998, p. 21.

Leadership is “mobilizing others to want to get extraordinary things done in organizations. It’s about … transforming values into actions, visions into realities, obstacles into innovations, separateness into solidarity, and risks into rewards.” Kouzes & Posner, 2002, p. xvii. 

6. Introductions

7. Definitions

8. Leadership Development Programming handout: Updated

9. Now that this has percolated for awhile, what are your thoughts?

What sticks in your mind from the last two sessions? (words, concepts, etc.)

What’s been missing from our conversations?

What questions remain unanswered?

10. What’s next?

Task force? Sub-committees?


If so, who?


What should be its charge/focus/emphasis?

Focus groups?

Other paths we could take?

11. Announcements

• John (Student Life) will be attending the Leadership Educators Institute in December in Arizona.

LEADERSHIP AMONG UW INSTITUTIONS

UW Eau Claire


Student Leadership Opportunities

The expansion of an individual's capacity to be effective in leadership
roles and processes. Leadership roles and processes are those that enable
groups of people to work together in productive and meaningful ways. 
-- McCauley, Moxley, VanVelsor (1998)

UW LaCrosse


Leadership

The mission of the Leadership Programs at UW-La Crosse is to provide educational and developmental programs to all recognized student organizations. Various activities and events are sponsored to promote leadership development.

UW Madison


Student Leadership Program

To develop effective and essential leadership skills in students and student groups through comprehensive leadership education and diverse experiences.

UW Milwaukee


Student Leadership

The Student Activities Office (SAO) strives to develop leadership potential in all students. Training is available to students through workshops, conferences, and personal advisement. SAO’s commitment to leadership is organized to support the educational mission of the University and encourage students to explore activities that provide opportunities for growth in communication, decision-making, problem-solving, and other related skills.

UW Oshkosh


Student Leadership and Involvement Center

The mission is to create a friendly, professional community for students and their organizations. The center serves as an initial contact point for potential student leaders as well as a communication center for all student organizations. The Student Leadership and Involvement Center provides helpful resources and services to maximize student leadership potential. Our staff is dedicated to encouraging student development and enhancing the overall educational experience through involvement in leadership activities outside the classroom. 
UW Parkside


Office of Student Activities and Leadership Too

UW River Falls


Leadership Development and Programming Board

The Leadership Development and Programming Board (LDPB) exists in providing and prides itself on promoting a multitude of diverse programming and leadership development opportunities for the UWRF student and campus community. It is composed of various student-driven committees and initiatives that plan, coordinate, and conduct programs and activities for student life. The LDPB provides many opportunities for students and campus organizations to make the most of their education at UWRF as well as gain additional knowledge and experience through progressive team-building and leadership skills.
UW Stevens Point


Leadership Programs

UW-Stevens Point offers leadership programs, activities and workshops that provide students the opportunity to intentionally explore leadership. Through involvement in these programs, students are able to acquire and practice the attitudes, skills, and knowledge necessary to become effective leaders on campus and in their future careers. UW-Stevens Point's leadership programs value the promotion of: a sense of self-worth, a sense of empowerment, respect for individuals, civic mindedness and a commitment to the greater good, and a strong sense of social connection and responsibility.

UW-Green Bay

Leadership Brainstorming Session III - Notes

November 28, 2006

1. Linda shared her perspectives on leadership from a Career Services perspective. On 
a list of skills employers value, leadership ranked 12th. Leadership is viewed by employers as having held a formal leadership role. Skills at the top of the employers’ list include communication, honesty/integrity, work ethic, and motivation. Job applicants need to be able to articulate how they applied these skills while in college. For example, in an interview a candidate might be asked to give an example of how he/she has demonstrated integrity (or any other skill/quality).

We discussed that leadership may be less about teaching people to be good leaders than about helping them to develop an array of skills that will ultimately help them to be good leaders.

2. Discussion:

Some high school leaders aren’t involved in college. Why? They may be relying on their high school experiences to carry them; however, the “shelf life” of these experiences is relatively short. Are students burning out on involvement in high school? Even young children are being encouraged to be very involved. Who is pushing them to become involved?

Some UWGB students don’t get involved until after their freshman year because they first need to get a handle on basic adjustments to college life. By the time they’re ready for involvement, though, they may feel as though it’s too late for them. So, how can we create multiple points of entry into leadership and involvement? How can we communicate to students that any time is the right time to get involved in leadership?

Who’s connecting UWGB students to leadership and involvement? At FOCUS (primarily Orientation), students are encouraged to become involved; however, for some students getting involved is last on their list of priorities at that time. They want to figure out their classes, etc.

Sophomores/Sophomore Orientation: Is this a group to focus on? They are kind of a lost class. Jamie and Erin have experience working with sophomores. If freshmen are most interested in just meeting people and sophomores are ready to move beyond that, this may be a group to tap for leadership development. On the other hand, if we focus on freshmen first, we could prime them for committing to longer-term leadership development, into their second year and then their third year and so on. What about the fact that students’ leadership skills aren’t linked to their class (freshman, sophomore, junior, senior)? A freshman may have more skills than a senior. Maybe a sophomore leadership program could include helping students to figure out where they are in their leadership development and the next best steps. What about leader “buddies”?

Lingo: Can we give our leadership offerings a different name, kind of like how we call our freshman year experience programs FOCUS?

Faculty: Where do faculty fit in? At the very least, they could help identify and nominate their students for leadership opportunities. We need to first describe the characteristics of the students we’re looking for, e.g. takes the initiative to see a faculty member outside of class, speaks up in class, etc. We need to identify the students who are “on the cusp of becoming a leader.”

3. What’s next?

There is interest in forming a leadership group (task force, committee, team, or something). They could take some short-term action (marketing existing programs? tweaking existing programs, shoulder tapping, etc.), and make some longer-term recommendations. 

Membership: Anyone who is interested in serving in this group should send his/her name to Brenda. Also, we need to make sure we have a good representation of students on our leadership committee. Maybe we could recruit students from a variety of disciplines.

Research: What data would be helpful for the committee as they move forward? Focus groups were mentioned again as a method for gathering data. Could we do a survey at the same time that the sophomores take the BASE?

Appendix B: Small Group Communication: Effectiveness Evaluation 

SMALL GROUP COMMUNICATION: EFFECTIVENESS EVALUATION

Created by: Kristy Klopstein, Amy Mauk, Jennifer Turner, Molly Weber, Susan Zehren

November 14, 2006 

MEETING MANAGEMENT

Agenda Integrity

1.) Was there an agenda created?  Was it distributed prior to the meeting? 

2.) Does the group follow the agenda?  If not, is there a specific person who gets the group off-track?  

3.) Is the agenda organized appropriately (ex: discussion, discussion and decision, announcements)?

Temporal Integrity

1.) Does the meeting start and end on time?

2.) Is there an icebreaker or venting time at the beginning of the meeting?

3.) Is there a timeline (PERT) set for what needs to be accomplished?

Critical Group Roles

1.) How does the facilitator clarify and integrate all ideas?  

2.) How does the facilitator encourage conflict and ask the right questions?  

3.) Is there an administrator?  If so, what does he/she do?

4.) Does each group member come prepared to contribute to the group discussion?  If not, who doesn’t and what is he/she doing instead?

5.) How do the group members manage nonverbal communication?

6.) How do the group members manage conflict?


 LISTENING

1) Note any:


Confirming responses –  (Listening and on same topic.)

Member/situation_____________________________________________________

Member/situation_____________________________________________________

Member/situation _____________________________________________________


Disconfirming responses – (I am ignoring you and your comments.)

Member/situation_____________________________________________________


Member/situation_____________________________________________________

Member/situation_____________________________________________________


Rejection Responses – (I hear you but I do not agree.)

Member/situation______________________________________________________

Member/situation______________________________________________________

Member/situation______________________________________________________

2) Could any of these physical barriers affect listening in this meeting?


Temperature of room 

Y/N

Hot/Cold


Lighting


Y/N

Too bright/too dim


Outside distractions

Y/N

Windows/door open


Shape of group 

Y/N

Type of table/seating arrangements

3) Did any members pre-maturely evaluate others suggestions or ideas?  Describe.

4) Did all group members appear to understand the reason for the meeting and desired outcomes?    

5) Did any meeting attendees use emotion-laden words?  What type of impact did it have on the overall meeting?

6) Did meeting attendees give full attention to the meeting?   Note any signs of pre-occupation (side-bar conversations, lack of eye contact with speaker, etc).

7) Note any situations in which speakers nonverbals portrayed a different meaning than their verbal statements. 

8) Did any group members use slang/jargon while speaking?    If yes, when and list situation?

9) Did any group members accurately recall comments or positions at a later point in the meeting?   (Demonstrates literal processing)

10) Did any group members repeat, paraphrase, or summarize comments to ensure understanding?   (Reflective listening).    If yes, who and what part of meeting?

11) Did any group members accurately relate messages of speaker back to the group? 


 CREATIVITY

 
1.) Did the group…?                                                           If no, explain…

-Set Ground rules



YES
NO__________________

-Record All Ideas



YES
NO__________________

-Set a Time Limit



YES
NO__________________

-No Criticism/Evaluation


YES
NO__________________

-Everyone participate/work together

YES
NO__________________

-Participants prepared with information
YES
NO__________________

-Variety of Information


YES
NO__________________

-Appropriate Physical Environment

YES
NO__________________

2.) Did the group give themselves time to thoroughly look at and think about the ideas?

3.) How did the group conceive (build up, provide details, put a form to it) their idea? 

4.) How did the group critique their ideas? (Create criteria, verbally evaluate, advantages/disadvantages, etc.) Was this effective? 

 PROBLEM SOLVING 

1.) Problem Definition -Was the problem clearly and specifically identified in terms that all group members could understand?

2.) Brainstorming Ideas/Solutions – Did the group follow the proper brainstorming rules?

3.) Setting Criteria – Were there appropriate criteria established to narrow down the list of ideas/solutions brainstormed in the previous phase?

4.) Evaluating Ideas/Solutions – Did the group properly evaluate the ideas/solutions based on their identified criteria?  


-Did they choose an appropriate idea/solution?

5.) According to the problem solving phases identified, did the group following the proper order to effectively solve the problem at hand?


-If yes, explain how.


-If no, identify the consequences.

 CONFLICT-MANAGEMENT

1.) Did the group encounter conflict in the meeting? (Describe)

2.) Was conflict contribution factor to successful outcome of meeting? (Describe.)

If conflict occurred in the meeting, please use the following scale from 1 – 5 for answering the following questions.

5 - very effective, 4 - somewhat effective, 3 – effective

2 - somewhat ineffective, 1 - very ineffective

3.) Identify and rate the effectiveness of the goals for both the group and individuals involved for confronting the conflict. 


-Group



Prospective         Transitive          Relational          Collaborative

            1   2  3  4  5        1   2  3  4  5       1   2  3  4  5         1   2  3  4  5  


-Personal


Prospective         Transitive          Relational          Collaborative

         1   2  3  4  5        1   2  3  4  5       1   2  3  4  5         1   2  3  4  5  

4.) Identify the style of conflict management that was used and rate its effectiveness. 

(Circle all the apply)


-Collaboration

1   2   3   4   5

-Competition

1   2   3   4   5

-Compromise

1   2   3   4   5

-Accommodation  
1   2   3   4   5

-Avoiding

1   2   3   4   5

5.) What strategy for confronting the conflict was used?  

(Circle all that apply)

A. Escalation

Labeling   Issue Expansion   Coalition Formation   Threats   Constricting Others

B. Maintenance   


Quid Pro Quo    Agreement on Relational Rules

C. Avoidance   
 

Postponement


Control Process


Resort to Format


Equivocate


Pre-cueing


Gunny Sacking


Not Recognizing Conflict


Fogging

D. Reduction
 

Fractionalization


Inquiry


Position Papers


Metacommunication


Compromise


Strategic Ambiguity

 LEADERSHIP STYLES OF THE GROUP 

1.) Which of the following power bases does each group member operate from? 

· Legitimate-being elected, appointed, or selected to lead the group 
· Referent-interpersonal attraction, identification, charisma, being well liked 
· Expert-member’s knowledge and information 
· Reward-ability to provide rewards for behavior 
· Coercive-ability to punish others
LIST: 

Group Member's Name:


Leadership Power Type:  

1.

2.

3.

4.

2.) Which of the following leadership styles does each group member perform?

· Democratic – have faith in the group and try to involve all members. 

· Laissez-faire – see themselves as no better or worse then other group members; assume the group will direct itself.  

· Autocratic- assume positions of intellectual and behavioral superiority; generally make decisions, give orders, and control activities.   

LIST: 

Group Member's Name:


Leadership Power Type:  

1.

2.

3.

4.

3.) Evaluating Leadership Skills 

 

	Did the Leader…
	Rating 

(1-10) 

1=lowest, 10=highest
	Comments

	Stimulate critical thinking


	
	

	Foster meeting-to-meeting improvement


	
	

	Establish and maintain trust within the group


	
	

	Provide and encourage an equal opportunity to participate


	
	

	Promote teamwork and cooperation


	
	


Appendix C: Leadership Trilogy Post-Meeting Group Survey 

Leadership Series Evaluation Form

1.  
In your opinion, what were the strong points during the series of leadership discussion meetings?

2.
In your opinion, what were the points of weaknesses during the series of leadership discussion meetings?

3. 
How did you and your department personally benefit from being a part of the series of meetings held on leadership development? 

4.
Were your department’s goals meet through participation in these leadership discussion meetings? 

5. 
How satisfied are you with the decisions, solutions, or learnings that came out of these discussions?  

6.
What suggestions or changes would you have for future meetings?

Appendix D: Leadership Trilogy Post-Meeting Facilitator Survey

Facilitator Evaluation Form

1.  
In your opinion, what were the strong points during the series of leadership discussion meetings?

2.
In your opinion, what were the points of weaknesses during the series of leadership discussion meetings?

3. 
How did you personally benefit from facilitating the series of meetings held on leadership development? 

4.
Describe how were your goals meet through these leadership discussion meetings? 

5.
To what extent do you feel members of the group understood your statements and position? 

6. 
How satisfied are you with the decisions, solutions, or learning’s that came out of these discussions?  

7.
What would you have done differently to contribute to the overall effectiveness of the series of leadership meetings?

Appendix E: Presentation Feedback
CLASS FEEDBACK

Areas of Improvements: In general, a few members in the class were confused at different parts during our presentation.  As we have learned, the group can become too familiar with its case thus, resulting in a presentation that makes sense to the group but is not clear to the audience.  In the future, we may avoid such a situation by presenting to an individual who is not part of the group and who does not know our case before the time of the actual presentation.  This pre-presentation would allow for the individual to give us feedback and give us a chance to adapt the presentation as necessary for our audience to have a better understanding of the case.
A number of class members expressed their desire for our group to evaluate the Leadership Trilogy group as a whole, not just the facilitator.  However, we feel that we gave extensive reasoning for our decision.  One main reason for evaluating the facilitator is because this group was an ad hoc group and will no longer be meeting.  The recommendations we offer this group would have been specific for this group, thus making our suggestions irrelevant; whereas the facilitator Lisa Tetzloff, will be facilitating the tack force that has resulted from the Leadership Trilogy.

Positives: Most class members commented on the thorough analysis of the problem our group had conducted.  This is something that we felt very strongly about.  Because our evaluation was solely about the facilitator, we felt it was necessary to watch this process very closely.  Our group took the extra steps necessary to get a full understanding of how the facilitator conducted herself.  We wanted to witness the exact process used to “get big” and “get small.”  By observing the Trilogy, our group was able to witness this entire process and we were able to formulate recommendations accordingly.  In particular, one class member stated, “You seemed to have gone through this process well.  Your strategy was congruent with your actionable ideas!”
PROFESSOR FEEDBACK 

Areas of Improvement: We could have been clearer in explaining and clarifying how we conducted The Leadership Trilogy study.  At the beginning of the presentation, we could have talked more about the data gathering process, instead of towards the end.  This would allow for the audience members to gain a better understanding of the case.  It is important that we help our audience members become orientated about what is taking place before we dive deeper into the case.  We did make sure to clearly explain and clarify in our paper.
We also needed to make a more conscious effort to clearly state what perspective we are taking with our recommendations.  This will help to identify whose level of effectiveness the recommendations were developed from.

Positives: Our group took a systematic approach to this case.  We were able to formulate criteria and then evaluate accordingly.  This systematic approach helped us to “get big” and “get small” on this case.  We spent an extensive about of time formulating what was effective for this group.  With a good understanding of effectiveness, our group was then able to formulate criteria accordingly, ultimately resulting in our final evaluation.
Throughout our presentation, we were able to provide evidence and support for statements we made.  By attending the Trilogy, as stated previously, the group allowed for a thorough case study.  This thorough case study helped our group to find evidence throughout the process to support the statements we made and the recommendations we gave.

By making statements directly focused on the evaluation, our group was able to gain credibility.  As a result of this credibility our groups’ evaluation, the presentation was considered “believable.”  The statements about the evaluation were based off of observations that our group had observed from the Leadership Trilogy.  The knowledge of the Trilogy is what gave our group such strong credibility.

Our group was able to formulate a theory about the minutes that were produced.  Our group believed that because the minutes were so long and detailed, many group members did not take the time to thoroughly read through the minutes beforehand and as a result, the first ten minutes of each meeting were spent recapping the one before.  Our group suggested that abstract minutes be sent to the committee and be made available at the meeting to lessen the need for the recap.

While observing one of the meetings, our group was able to use great insight to identify a leading power source.  We recognized the number of people in attendance from one particular department and also the specific underlying goals of each department in this series of meetings.  The knowledge of underlying goals helped our group to formulate this power source problem.

F - Facilitator Areas of Improvement Proposal 

THE LEADERSHIP TRILOGY: 

FACILIATOR EVALUATION 

Small Group Communication

Group Project #2

Professor Phillip Clampitt 

Presented by: Kristy Klopstein, Amy Mauk, Jennifer Turner, Molly Weber, Susan Zehren 

December 11, 2006 

Dear Ms. Lisa Tetzloff, 



In our project paper we presented an analysis and provided areas of improvement for you to fine-tune you facilitation skills.   Overall, our evaluation determined that you are someone with the skills of an effective leader and facilitator.  The intent of our analysis was not to communicate that you need to improve; rather, our recommendations come from what we have learned from our classroom training.  We have been taught to hone in on details that can be adjusted to increase your level of effectiveness.  


The bottom line is that our specific recommendations to you are taken from our group’s perspective on how to be an effective facilitator.  Our perspectives were acquired from the variety of methods we learned in our small group communication class, including class lectures, our fishbowl participation and observation, and textbook reading material.  It was easy for us to pinpoint what small group effective facilitation is based on our classroom learning.  However, by observing you facilitate the Leadership Trilogy meetings, we learned valuable lessons about how beneficial effective facilitation is to a group process.   


Equally as important is the fact that you were open to receiving an assessment from our group.  With you being open to receiving feedback from us, as students, it makes our transition into the real world more meaningful.  We have been able to provide written feedback to you, as if we were conducting a form of performance appraisal.  This connection helped us retain educational information we will take with us after graduation.   


At this time we would like to point out our “AH-HA” moment while conducting the Leadership Trilogy analysis; the moment that made the light bulb go on for us.  Our big “AH-HA” moment was that even the best of the best leaders and facilitators can improvement.  We realized constructive feedback helps people improve, and we can look forward to receiving feedback from supervisors and colleagues for the duration of our careers.  This is a realization that we, as communication majors, can carry with us after graduation.  Our analysis of you as an already effective facilitator helped us to arrive at this conclusion. 


We greatly appreciate this opportunity, and thank you for allowing us to take a deep dive in examining your facilitation skills.  We would like to commend you on your facilitation skills; there was truly a lot to be learned from watching you facilitate The Leadership Trilogy.  Our group found four areas of improvement that could contribute to an increased level of facilitator effectiveness.  We have made four specific recommendations based on our analysis, and provided our rationale and explanation with each recommendation.  We would be happy to provide you with further explanation during our meeting scheduled for Thursday, December 14, 2006.  Please feel free to contact us if you would like any further evaluation or analysis.  

Thank you for this opportunity,


Kristy Klopstein

Amy Mauk

Jennifer Turner




Molly Weber


Susan Zehren  

Recommendations
            Our group took into account your definition of facilitator effectiveness, as we developed specific recommendations to present to you.  These recommendations are based on our classroom learning’s and are meant to enhance your current facilitation skills.  These are minor, additional tidbits to further enhance your facilitation skills.    

First, we are recommending that you select the appropriate technology for the meetings she facilitates.  Since these sessions were primarily brainstorming and problem analysis in nature, it would have been most effective to use the large Post-It notes so that group member’s ideas could be prominently displayed.  So, What? By placing noted ideas in visible view for all participants during the brainstorming and problem analysis session, the meeting participants would have been able to refer back to previous ideas and statements.  By providing visual aids, participants are better informed and can focus more on the meeting versus having to keep detailed meeting notes. 

Second, we are recommending that you follow the rules of agenda integrity.  Agendas were made available to group participants when they came to the meeting, and we feel that participants would be more prepared if the agenda was sent out prior to the meeting.  Also, we are recommending that you set a more realistic agenda.  Although you did a good job of carrying over the agenda items that did not get discussed to the next meeting, all three agendas were too long.  So, What?  Setting a more realistic agenda and consistently accomplishing all topics on the agenda will help group members orient themselves and be more prepared.  This enables group members to come prepared.  Also, setting realistic agendas prevents the group from feeling overwhelmed with the items they should be covering during the meetings. Sending the agenda out prior to the meetings can encourage thinking prior to the meeting.    

Third, we are recommending to you attach an “abstract” version of the minutes when you email the agenda to group member’s and provide a copy of the “abstract” version of minutes at the meeting.  Consistently, we saw that the first ten minutes of each meeting was spent catching up people who had missed the previous meeting or who did not read the full-length minutes.  We found this to be redundant and ineffective.  So, What?  By providing an abstract version of the minutes, which only includes the decisions that were made and the specific details of the previous meeting, people can quickly be caught up to speed.  Also, by providing a copy of abstract minutes at the meeting, we hope that latecomers can reference them if they have questions, rather then disrupt the group.  If desired, the full-length minutes can be made available for those members who would like to reference back to exact statements.  The “abstract” version can be formulated from the full-length version, as Lisa likes to have the detailed version to reference on her own.  This will save time in the beginning of the meeting and set a nice pace for the rest of the meeting.  If consistently reviewing previous meeting minutes, it can encourage group members that are prepared to show up late.  

            Lastly, we are recommending that you use task management skills to limit lengthy contributions by group members.  You demonstrated qualities of a relational manager, and we feel that when there is a time crunch and a decision has to be made, like in the last meeting of the Leadership Trilogy, your could have been more task-oriented.  We feel that you needed to focus on the task which had to be accomplished.  At the second meeting, we could see the relational side of you as a facilitator starting to come through.  Since you did a great job during the first meeting, this was not a concern until the third meeting.  So ,What? We feel that you could have been more effective in the third meeting if you would have been able to break off tangents of a few participants.  Letting a few members overtake the group is not beneficial.  By appropriately intervening, you could have kept the third meeting on track and avoided the pitfalls of communication dominators. 
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