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Abstract
When professionals who work on a university campus are asked what they think is the

most important skill that students need to learn in college, you are likely to hear them say
leadership.

In today’s world, companies are looking for employees that demonstrate leadership

skills and most of them are hoping that these skills are developed long before they come through
their doors (Student Activist Resource Handbook, 2012).
college courses dedicated to leadership development.

Sadly, today there are not many

Because of budget cuts and an emphasis

on core curriculum, one often sees fewer leadership courses and more core study courses.

Many

young adults have to rely on outside organizations to provide students the chance to develop
these skills as well as use them in real word situations.
In order to address the problem of a lack of leadership development resources for
students during their college careers, a leadership competency model will provide a resource
manual for young adults currently involved with Campus YMCA’s across America.
manual will be based on the YMCA of USA Leadership Competencies Model.

This

Currently, the

YMCA of USA model only has resources and tracks for those already in the work force on a
team level, multi-team level and CEO level (YMCA of USA, 2010).

In order to answer the call

for college students that the YMCA is currently working with I propose to develop a student
leader resource manual that will aid in the development of our future leaders for the YMCA
movement on a collegiate level.
In order to provide the best possible leadership model for student leaders, a survey will be

given to current students and executive directors working at a Campus YMCA to determine
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which of the eighteen current competencies are most prevalent to the college student.

From the

results of the survey, the top five competencies will be chosen to create a resource manual for
Campus Y’s. The resource manual will have experience-based learning assignments for student
leaders, training opportunities, coaching questions and further resources and action steps. The
goal is that at the end of their college experience students will have gone through the resource
manual and will graduate with a certificate of completion from the YMCA of USA on
Leadership Development. This will be a useful tool for those who want to move forward with a
career in the YMCA as well as a great item to put on their resume.

Many organizations are

aware of the impact their local YMCA makes on the community and will be impressed that they
have received a certification from them.
At various times in U.S. history, student movements have challenged this narrow
definition of college curriculum by demanding an education relevant to their lives and promoting
the mission of universities to uphold democracy, social justice, educational equity, and diversity.
In the late 1960s, during the Civil Rights Movement for example, college students fought for the
creation of Ethnic Studies and Women’s Studies, as well as programs like Equal Opportunity
Programs (Student Activist Resource Handbook, 2012). A quote from John Maxwell states,

“Most people who want to get ahead do it backward. They think, Tl get a bigger job, then I'll
learn how to be a leader.’ But showing leadership skill is how you get the bigger job in the first
place. Leadership isn't a position, it's a process” (Maxwell, 2005).

This demonstrates the

importance of learning leadership early so you can get those bigger jobs.
that needs to be worked on daily, not just a one stop shop.
incorporate this into a young adult’s college career.

Leadership is a process

That is why it is so important to
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Because all of these initiatives were championed by students, their founding curricula
emphasize an innovative approach to education by combining research and teaching with student
leadership development, community service, and advocacy. (Student Activist Resource
Handbook, 2012).

However, we cannot rely solely on the collegiate system to teach these

important tools around leadership. In an academic setting, students can gain leadership skills
based on the curriculum provided but may not get real world experiences using their tool they
have learned.

However, with the campus YMCA’s we can not only teach them leadership skills

but provide opportunities for them to use them on a daily basis. There is an old Indian proverb
that states “it takes a village to raise a child.”
leading our nation in the very near future.

This is true even for our young adults who will be

Community organizations that are currently working

with college students must work together to provide resources and opportunities for students to
develop their leadership skills in a relevant way.
The YMCA is suited to fill this gap because of their years of developing leaders and the
resources they have put behind it.

The Y’s cause is to strengthen community; every day, we

work side by side with our neighbors to make sure everyone, regardless of age, income, or

background, has the opportunity to learn, grow, and thrive. To fulfill this promise, the Y requires
strong cause-driven leadership to effect lasting personal and social change in our organization’s
three areas of focus: youth development, healthy living, and social responsibility (YMCA of
USA, 2012). This means leaders are committed to nurturing the potential of kids, promoting
healthy living, and fostering a sense of civic engagement and community service (YMCA of
USA, 2012)

There are four disciplines of cause-driven leadership that define a leader’s ability to carry-out
effective leadership:
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* Mission Advancement — advancing the Y’s promise to strengthen community
* Collaboration — working with, understanding, and developing others
* Operational Effectiveness — ensuring relevance, effectiveness, and sustainability
* Personal Growth — developing continually to adapt to new challenges
In an effort to develop cause-driven leadership at all staff levels across the Y, YMCA of the USA
(Y-USA) has developed the cause-driven Leadership Competency Model. This model is the
foundation for designing all leadership development strategies and tactics in the Y (Development
Guide, 2012).
A competency is a measurable characteristic of a person that is related to success at work. It
may be a behavioral skill, a technical skill, or an attitude (Development Guide, 2012).

The

YMCA of USA commissioned an outside firm to conduct comparative research that would
identify the 18 leadership competencies required for success in the Y today and in the future
(Development Guide, 2012). This
[J

research, conducted over two years, included:

A comprehensive environmental scan of competency models used by top-performing
businesses, academic institutions, and nonprofits
In-depth interviews with high-performing YMCA staff at all levels and from different
types of YMCAs
A synthesis of existing competency models from within the Y
Numerous focus groups that included YMCA staff of all levels from YMCAs of all sizes

0

A thorough validation process using expert consultants

[J

A pilot program involving YMCAs of various sizes from across the country

As you can see from the diagram below, the 18 competencies have been divided into four
different focus areas.

Mission Advancement, Collaboration, Operational Effectiveness and
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Personal Growth.

Each of the 18 competencies has been assigned to the focus areas based on the

research that was done at the beginning of the project.
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The Y's Leadership Competency Model is organized by leadership levels. Job titles vary
from YMCA to YMCA, and similar titles may have very different responsibilities among

YMCA across the country. Therefore, the table above is only a place to start in determining
which level is the most eleva

for an employee and their position. The description of each level

and lists potential position titles are as follows:
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Leader
Description: Any staff member without supervisory responsibilities performing a direct service
to members; an individual contributor (Development Guide, 2012).
Potential position titles: membership service staff; program staff, including child care center and
site staff, lifeguard, swim instructor, day camp counselor, fitness instructor, child watch staff,

and teen staff; weight room attendant, facility or maintenance staff; administrative assistant;
association staff in payroll, accounting, human resources, and marketing; and any volunteer
program staff (Development Guide, 2012)..
Team Leader

Description: Any staff member performing supervisory duties with direct reports.
Any staff member who regularly leads a team of staff or volunteers without direct supervisory
responsibility.

Any staff member, with or without staff supervisory responsibility, who regularly

leads a process, project, or function with significant scope and potential impact (Development
Guide, 2012).
Potential position titles: child care site supervisors; day camp directors; fitness coordinators;
aquatics directors; health and wellness directors; front desk supervisors; lifeguard shift
managers; facility staff supervising hourly staff; program coordinators of single departments;
community development directors; human resources managers; financial development
(Development Guide, 2012). managers; grant writers; accountants; association department
leaders who directly supervise others or who regularly lead a team made up of staff from across
the association without direct supervisory responsibility; association cabinet team leaders serving

cross functional teams from across the association; program volunteers supervising or leading
other volunteers (Development Guide, 2012).
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Multi Team or Branch Leader
Description: Any staff member managing multiple team leaders/supervisors representing
multiple departments. Any staff member who regularly leads multiple teams of staff or
volunteers without direct supervisory responsibility. Any staff member who provides tactical and
operational leadership to multiple departments within a YMCA branch or association corporate
office. Any staff member, with or without staff supervisory responsibilities, who regularly leads
multiple processes, projects, or functions with significant scope and potential impact
(Development Guide, 2012).
Potential position titles: branch executive directors, branch associate executives, branch
operations directors, specialists, or departmental directors at the association level providing
consultation or guidance to a specific program area or service (example: marketing director,

communications director, program development director, product line manager, association teen
specialist, relationship manager for Activate America, etc.) program/membership coordinator,
director, and senior program director (with multiple department or team responsibilities)
(Development Guide, 2012).
Organizational Leader
Description: Staff members who provide strategic and visionary leadership to the organization
(Development Guide, 2012).
Potential position titles: C-Level positions (i.e., chief executive officers, chief operating officers,
chief financial officers, and chief development officers); senior vice presidents; vice presidents
of operations and/or association departments; and some specialists to support specific strategies
(Development Guide, 2012).
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After spending the past two years working with the LCM guide and using it on my staff
within a Campus YMCA environment, I realized that the YMCA did not consider what this tool
could do for young adults. They have tracks for employees and volunteers within the YMCA,
but what about those students who are volunteering with the YMCA throughout their college
career and then decide they want to work for the YMCA after they graduate?
has the organization given them to take such a role upon graduation?

What preparation

To aid in the problem of a

lack of leadership courses, this program will propose developing a student leader track that will
aid in the development of our future leaders by expanding upon the current model already
established by the YMCA of USA, and adding a track that will be tailored specifically to student
leaders. The importance of leadership amongst this demographic is evident.

This tool will be

valuable to utilize the resources already in place to improve the overall student’s leadership
ability.
Now, not all competencies will be relevant to this age demographic.

In order to select the

competencies that best suit a student and will serve their overall development, a survey was
conducted of YMCA student leaders ages 18-24 as well as the executive directors that lead their
YMCA organization that they are a part of. The survey was then sent to forty different
individuals and received back thirty-one results. Below you will see the results of each of the
questions from the survey:

Survey Results
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Is your Y currently utilizing the Y’s Leadership
Competency Model as a primary tool for
developing leadership skills among student
leaders?

HM |s your Y currently utilizing the

Y’s Leadership Competency
Model as a primary tool for
developing leadership skills
among student leaders?

The information sought for the study was what type of non-monetary resources would be needed
to utilize this new sods] or resources that are being created.
when developing the overall resource manual.
e

This information will be useful

The responses varied from:

The need for more resources that aid in 1-1 coaching ration with students.
Create more intentional resources around the five competencies chosen.
More Son

ntion with all campus YMCA'’s to utilize all resources across the

US.

Step by step outline of model.
e

Sharing online community for students going through the process.

The study was also aimed at defining how many hours per week each YMCA thought that
they would be using this model.
of time each week.

This allowed development of resources for a certain length

Around 55% of those surveyed said they would spend close to four hours

per week, while 49% said they would spend ten hours per week.

This was interesting to look

at since there was such a division between the hours of time; it came down to the amount of
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students served at each Campus YMCA as well as the length of time the Campus YMCA had
been on campus.
The study then looked at the complete eighteen competencies, and asked those surveyed
to rank to most important for the college aged student to least. The results are below:

Referencing
the definitions of each
competency which five

competencies do you believe are

most critical to cultivate in order to
develop cause-driven student

leaders?
é

| Funcational Expertise

|

Emotional Maturity

|

Change Capacity
Quality Results
Project Development
Decision Making

Developing Others
Communcation
Influence
Finance

Self Development
Relationships

Inclusion
Philanthropy
Volunteerism
Community

Values

mmm

|

Sess——
-

|

i

Bm Referencing the
definitions of each

competency which five
competencies do you
believe are most critical..
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Using this information, it was determined that the need was out there for this type of
resources.

Following that perceived need, the current Campus YMCA’s were polled to

determine their interest in being part of a pilot program utilizing the resource manual created:

Would your Y be interested in participating in

a pilot program utilizing the LCM?

® Would your Y be interested in:
participating in a pilot program
utilizing the LCM?

|

As you can see from the survey results, not all YMCA’s who work with young adults is
taking advantage of the YMCA’s LCM Model.

However, over 94% of participants who

responded said they would want to take part
in the LCM Pilot program that would focus solely
on the young adults.

With this data being provided, it is fair to assume that moving forward with

developing a resource manual with trainings, tools and resources for young adults who are
participating with a YMCA would be a beneficial resource to have.

The end goal being that they

will complete all of the below steps:

1.

Meet with YMCA staff to start working on each of the five competency resource pages.
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2.

After they have worked through the resource pages, the student will complete a
development plan with the end goal being a project that the student and the YMCA staff
will develop together.
Once project is complete, the student will be able to receive their Leadership Competency
Certificate from the YMCA

of USA.

As was learned from the survey results, volunteerism, inclusion, emotional maturity,

community and self development were the five highest ranked competencies amongst those
surveyed.

The YMCA of USA defines each one of them as: (LCM Development Guide, 2010)

Community- Delivers the benefits of good health, strong connections, greater selfconfidence, and a sense of security to all who seek it.
Inclusion- Values all people for their unique talents, and takes an active role in promoting
practices that support diversity, inclusion, and cultural competence.
Self Development- Is dedicated to the improvement of own capabilities, and
demonstrates this through the continual expansion of knowledge, and skills.
Emotional Maturity- Demonstrates effective interpersonal skills.
Volunteerism- Advances the legacy of volunteer engagement and leadership.
For each individual competency, a resource page will be developed including the following
sections:

Experience-Based Learning
Key Coaching Questions
Valuable Tips
Training Opportunities
Self Development resources
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e

Action [tems

When Campus Y staff is working with students, they can have this resource to begin
coaching them in any of the five competency areas. This will be a tool to help them get to the
final learning project they will work on to increase the five competency skills.
The first step is to meet with the student to explain the history and the bulk of the Leadership
Competency Model.

The student will need to be fully aware of where the LCM concept came

from and how it can benefit the student during their collegiate career and beyond.

Having a

simple conversation with the student about his/her current strengths and areas of improvements
as well as where he/she would like to see their leadership skills land after this process.

The

student should also complete the online assessment provided by the YMCA of USA to gather an
idea of where their strengths and weaknesses may be. Once an initial conversation occurs with
the student, scheduling a time to review the first of the five competencies would be the priority.
The second step is utilizing the resources pages with the young adults in the program.

It is

advised that in the second meeting, a review of the five competencies and the meaning behind
each one of them should take place. Once the student has a firm grasp on each of the five
competencies, one can move forward to the resources pages with the student. There is a version
of the resource manual in the appendix, but the below pages will walk through each of the
competencies and the training and resources that will go with it.
1.

Each resource page for the competencies is to be used as a guide or a map for the student.
Make sure before moving on to the next step that the individual understands the
competency model.
Each competency has sections to be used as a guide or tool to explain and use the
competency in the individual's day to day life. Those sections include:
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. Experience-Based Learning
Key Coaching Questions
. Valuable Tips
Training Opportunities
Self Development Resources
. Action Items (This will be required to be completed if they want to receive the
Leadership Certification.
Make sure you go through each section and use the experiences and questions to develop
the individual’s development plan.
4.

Once the development plan is established, proceed on through the resource manual.

Each student may go through all the comp entices and not complete the action items.

This is

to be used as a resource for whoever chooses to use it. However, if the student wants to receive

their Leadership Certification from the YMCA of USA, they must complete assignments and
retain approval from the Executive Director of each Campus YMCA.

This may take a student

the full four years of the career to complete, or they could complete it in two.

Once this is

complete, the student will receive a certificate from the YMCA of USA stating they have passed
the course.

This will be a useful tool for those who want to move forward with a career in the

YMCA as well as a great item to put on your resume.

Many organizations are aware of the

impact their local YMCA makes on the community and will be impressed that they have
received a certification from them.
student before initiating the process.
Community

Each program will want to determine the desire of that
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Community is defined as a group of people with a common background or with shared
interest within society (as cite here). Most of the students that the YMCA serves are working
within their campus community which allows them to utilize these competencies to their full
potential.

The YMCA of USA defines that a person that has mastered the community ¢

Competencies is someone that delivers the benefits of good health, strong connections,
greater self-confidence, and a sense of security to all who seek it (Development Guide, 2010).
As stated before there will be six sections for each competency.

Below, I have outlined each

section and the material that will coincide with each of the competencies.
1.

Experience-Based Learning
Develop a new program or event for your campus focusing on serving someone in
the community of your university.
Ask to meet with a prominent community leader to interview him and gain
resources and knowledge of what motivates him
Ask to serve on a community or a task force at your local YMCA.
Look at a current program within your local YMCA and see how having
collegiate students involved could enhance their program.

2.

Key Coaching Questions
Discuss your past experience with serving in your community.

What worked and

what didn’t?
What is something you are passionate about?

How did you gain that passion and

what drives it?

What types of service have you participated in that may have turned you away
from and organization?
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What does the word “engagement” mean to you?
What does the word “community” mean to you?
Which areas in your community right now are not being served?
What challenges do you currently have that cause you to not connect with your
community?
3.

Valuable Tips
Work on building a relationship or community with someone in your surrounding
neighborhood.
Work on learning people’s names.

Make a game out of it and ask others to join.

When you are at a function with new people, try to engage in the practice or
learning and remembering at least 5 people’s names.

This way it can become a

habit at other future gatherings.
Seek others in your community that have the same passion and encourage them to
join together to make change.
Find ways to involve other students in what you are passionate about.
Find joy in serving others!
4.

Training Opportunities- There are many resources out there for training around the idea
of community.

Below are a few resources that may help you connect.

First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.

Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.

Other non-profits in your area may be providing trainings that you can be
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a part of.
e

AmeriCorps is a national service program that offers many training opportunities.
WWW.americorps.gov

5.

Self Development Resources
e¢

McKee, J.R., and T.W. McKee. 2007. The new breed: Understanding and
equipping the 21st century volunteer. Loveland, CO : Group Publishing, Inc.
Buckingham, M., and D.O. Clifton. 2001. Now discover your strengths. New
York: The Free Press.

Frankel, L. 1998. Jump start your career: How the “strengths” that got you
where you are today can hold you back tomorrow. New York: Crown Press.

6.

Action Items (This will be required to be completed if the participant wishes to receive
the Leadership Certification).

In order to receive Leadership Certification one of the

following tasks must be completed:
e

Join a taskforce committee with the Campus YMCA partnership.

o

Create a special event for your local community and successfully see it through.

Inclusion
The YMCA of USA defines that a person that has mastered the inclusion competencies is
one that values all people for their unique talents and takes an active role in promoting practices
that support diversity, inclusion and cultural competence (Leadership Development Guide, 2010)
1.

Experience-Based Learning Experiences
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Work on a project with a community or an organization that you are not familiar
with.
Take a look around your campus and see what diversity you encounter on a daily
basis.

Gender?

Age?

Who inspires you?

Disability?

Make a list of your hero’s and examine the diversity.

Take a foreign language class as an elective.
Join or start a multi-cultural club at your local university.
2.

Key Coaching Questions
What are your current personal barriers to inclusion?
Examine your own relationship and think of a time where you had a confrontation
and how you handled that.
Describe a time where you felt like you were different then everyone around you.

3.

Valuable Tips
Spend some time educating yourself about your own culture and take time to
teach others.
When you react with others, examine whether or not you make assumptions based
on just what you see. If so, challenge yourself to learn more about that culture.
Have healthy conversations with your friends about inclusion and challenge each
other to work beyond some of the differences you may encounter.
Bring diverse populations together on your campus.

4.

Training Opportunities

First check with your local YMCA for training opportunities or go to
www.ymcausa.org.
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Check with the local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can
be a part of.
Complete the Cultural Competency training session provided at your local YMCA.
e

Seminars Elsewhere- Diversity: Creating an Inclusive Work Environment.

Self Development Resources
e

Miller, F.A., and J.H. Katz. 2002. The inclusion breakthrough: Unleashing the
real power of diversity. San Francisco: Berrett- Koehler Publisher, Inc.

Morrison, T. 1994. Kiss, bow, or shake hands: How to do business in sixty
countries. Holbrook, MA

: B. Adams.

Action Items (This will be required to be completed if they want to receive the
Leadership Certification.
Complete the Cultural Competency Training provided by the Campus YMCA
Partnership.
Create a one day panel to bring in diverse community leaders to talk about
diversity and inclusion on your campus and community.
Self Development
A person that is dedicated to the improvement of their own capabilities and demonstrates this

through the continual expansion of knowledge and skills is someone that has mastered the
i.

competency of self-development (Leadership Development Guide, 2010).

In today’s market,
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there are thousands of books catered to leadership and self development.

In fact, if you search

the internet for “leadership” you will get 383,000,000 results. We know that self development is
important, so how can we convince the young adults we work with that it is something they
should be working on now.

This manual is an excellent foothold for the student, allowing them a

taste of what is out there and what their potential may be.
1.

Experience-Based Learning Assignments
Join a club that you are interested in learning more about.
Take a personality assessment to see where you are now and then taking it again
in one year to see the change.
Look for new opportunities to grow in your current situation.

It could be in a job,

club or organization.

Interview someone in your community that is known for their leadership skills
and ask them how they got to that point.
2.

Key Coaching Questions
How do you best learn?
What are some barriers that cause you not to take the next step?

What types of experiences offer you the best personal satisfaction as well as those
that do not.

When was the last time you were excited about learning?
did that excitement come about?

How do you receive constructive criticism?
3.

Valuable Tips

When was that and how
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e

Work on an area of opportunity for you. Ask someone you know to coach you in
this and provide learning opportunities.
Train a group on a skill you excel in.
Ask for feedback from others on your performance and work on a plan to better
the next task.
Stay informed in best practices in your area of expertise.

e

Go to seminars, conferences and trainings whenever you can to better yourself.

Training Opportunities
First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.
Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can be a part of.
Attend the “21 Irrefutable Laws” Training provided by the Campus Y Partnership
Network.

Self Development Resources

Maxwell,

John C (2007).

21 Irrefutable Laws of Leadership. Thomas Nelson; 10 Rev

Upd edition.

Collins, Jim (2001). Good to Great: Why Some Companies Make the Leap... and
Others Don't.

HarperBusiness; 1 edition

“Student Activist Resource Handbook.”

Retrieved on June 21, 2012.
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http://www.csun.edu/eop/htdocs/studentactivismbook.pdf

Robbins, S.P., ed. 2001. The self-assessment library: Insights into your skills,
abilities and interests. Upper Saddle River, NJ:Pearson Education.

Senge, P. 1994. The fifth discipline: The art and practice of the
Learning organization. New York: Doubleday/Currency.

6.

Action Items (This will be required to be completed if they want to receive the
Leadership Certification.
e

Create training on a skill that you excel in and present it to the Campus YMCA
officers.

o

Attend the “21 Irrefutable Laws of Leadership” training provided by the Campus
YMCA Partnership.

Emotional Maturity

Someone that demonstrates effective interpersonal skills is someone that has mastered the
competency of emotional maturity (Leadership Development Guide, 2010).
highest rated competency was emotional maturity.

When surveyed, the

That being said, the resources behind this

competency must align well with the needs of the students.
1.

Experience-Based Learning Experiences
e

Take an assessment of your current emotional maturity (resources below).

o

Keep a journal to track your daily thoughts and interactions.
reflect on the journal daily.

Make sure you
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Work on a difficult relationship that you currently have with a friend,
professor or family member.
Talk with someone you know that is skilled in the area of emotionally
maturity and ask them to coach you through some exercises.
Shadow someone that deals with conflict on a daily basis and see how they
handle themselves.

2.

Key Coaching Questions
Take time to look at past experiences that may not have turned at as well and
reflect on them.

Ask yourself what you could have done to improve the

situation.
How do you own up to your mistakes?

Have you done this in the past?

How well do you read your own emotions and those of others?
How do you respond to feedback?
Have you had a relationship in the past that was damaged that you were able
to fix? How did you do this?
What causes you to go on the defense?
3.

Valuable Tips
Know your strengths and limitations and adjust your outcome based
on them.

When you are talking with someone, do not interrupt them.
Always take time to think about something before you react.
Take time to award yourself for personal success.
Always share credit.
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e

Make sure you know when to apologize, and be sincere.

Training Opportunities
o

First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.
Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can
be a part of.

Look into the Emotional Maturity course provided at your local YMCA.

5.

Self-Development Resources

Adams, M. 2004. Change your questions, change your life. San Francisco: BerrettKoehler Publishers, Inc.

Arbinger Institute. 2002. Leadership and self-deception: Getting out of the box. San
Francisco: Berrett-Koehler Publishers, Inc.

Blanchard, K. 2003. The one-minute apology: A powerful way to make things better.
New York: William Morrow.
Hughes, M., and J.B. Terrell. 2008. A coach’s guide to emotional intelligence:

Strategies for developing successful leaders. San Francisco: Pfeiffer.
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e

Bradberry, Travis and Greaves, Jean (2009).

Emotional Intelligence 2.0. TalentSmart,

San Diego, California.

6.

Action Items (This will be required to be completed if they want to receive the
Leadership Certification.)
e

Attend and complete the emotional maturity course through the YMCA
of USA.

Volunteerism
Webster.com defines volunteerism as the policy or practice of volunteering one's time or
talents for charitable, educational, or other worthwhile activities, especially in one's community
(Dictionary.com, 2012).

The YMCA of USA states that someone who has mastered this

competency is someone that advances the legacy of volunteer engagement and leadership.

Many

young adults these days spend countless hours volunteering at a number of different
organizations, but tend not to stick around to be a long lasting volunteer.

committed or are doing it because it is required.

Many students are over

The lessons below will help take those students

to the next level to really appreciate what volunteering is and how they can make a difference.
1.

Experience-Based Learning Experiences
Serve as a volunteer at a local community organization.
Work on a volunteer committee with one of the student organizations on
campus.
Read about volunteerism and the history of how it came to be.
Develop best practices for student volunteers.
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2.

Key Coaching Questions
Think about a personal volunteer experience and reflect on the positives and
negatives of that experience.
What gifts do you have to contribute to an organization?
Think about supervising volunteers, how can that enhance your leadership
potential?
If you are in charge of volunteers now, what do you do to make sure they are
equipped?
What barriers exist now that cause you from volunteering?

3.

Valuable Tips
Talk to other students about why they volunteer and work on plugging them into
your Campus YMCA.
Work hard to find the right fit for you within an organization.
Work on your people reading skills.
Always recognize others for their volunteer efforts.
Training Opportunities
First check with your local YMCA for training opportunities or go to
www.ymcausa.org.

Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can
be a part of.
Attend the volunteerism training provided by the YMCA of USA.
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eo
5.

AmeriCorps.gov has excellent training and resources for volunteers.

Self Development resources
e

McKee, J.R., and T.W. McKee. 2007. The new breed: Understanding and
equipping the 21st century volunteer. Loveland, CO : Group Publishing, Inc.

e
6.

Board Source is an excellent resource for volunteerism.

Action Items
Attend the volunteerism training provided by the YMCA of USA.
Work on a current program within your campus YMCA that involves volunteers.
Survey volunteers to determine their experience and work on improving the areas
of opportunities.

Then present it to you executive director and student board.

Once students have completed the resources pages for the five competencies, they can
then proceed with developing their leadership plan. The format below will serve as the template
for their leadership plan. It will look at their areas of opportunities and developing a plan to
coach and train that student on those competencies that they may need more work on. The key
to this exercise is that both the student and the executive director commits to seeing the process
through until the end project.
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Example of Personal Development Plan
Student Name

Coach

Date

Personal Mission Statement:

A summary statement addressing questions such as, “What do I want out of school, work and
life?” “How do I want to be perceived?” “What do I want to be?” This statement will provide
the basic direction from which you set long- and short-term goals.

Short-term Career Goals (1-2 years):
What will you accomplish in the next 1-2 years? Where do you see yourself?

What job will you

have? What impact will you have?

Long-term Career Goals (3-5 years):
What will you accomplish in the next 3-5 years? Where do you see yourself?

What job will you

have? What impact will you have?

II. Assess Strengths and Gaps (from Assessment Report)
Short-term Development Goals:

Review your assessment report and record the competencies you want to leverage/develop in the
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short-term.

Strong Competencies to Leverage:

Competencies to Develop:

Planned Learning Activities
Build on Strengthy Using 70/2010 Learning Formula’;

Refer to the YMCA Student Leadership Resource Manual for suggesed experience-based.
caning assignments, key coaching questions, formal mining. self-study & valuable tips.

Competency

Experience-

o

Involvement

Formal

based

of Others

Training &

Assignments

(20%)

Self-Study

(70%)

(10%)

III. Working to Obtain the Following Leadership Certification Level (check one):
[J Student Leadership Certificate
In the development plan, Campus Y staff will work with the student to create a project
for them based on the competencies.

For example, if a student needs improvement in the area of

emotional maturity their project could be to keep a journal of interaction for a certain time period
and work with the executive director how reflecting on that journal and how the student
communicated with others. The project and a time line will be approved by the executive
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director.

Once this task is completed, they can move forward to receiving their leadership

certification form the YMCA of USA.

In order to receive this, the student must complete the

following:
e

One action item under each of the competencies.

e

A final project

*

A final report to the Executive director on overall experience.

In conclusion, the hope is that by the end of the student’s time with the Campus YMCA,
they will feel confident with their leadership skills and will have been provided opportunities to
display them and network with companies to secure a job when they graduate.

Universities will

also see this program as an addition to what they are currently during and hopefully in the future
see the Campus YMCA'’s as the leading experts on leadership development for college aged
students.
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"DEVELOPING CAUSEDRIVEN LEADERS”

The Journey

begins

Here....

The first step is to meet with the student to explain the history and the bulk of the
Leadership Competency Model. The student will need to be fully aware of where the LCM
concept came from and how it can benefit the student during their collegiate career and
beyond. Having a simple conversation with the student about his/her current strengths
and areas of improvements as well as where he/she would like to see their leadership skills
land after this process. The student should also complete the online assessment provided
by the YMCA of USA to gather an idea of where their strengths and weaknesses may be.
Once an initial conversation occurs with the student, scheduling a time to review the first
of the five competencies would be the priority.
The second step is utilizing the resources pages with the young adults in the program.
It is advised that in the second meeting, a review of the five competencies and the meaning
behind each one of them should take place. Once the student has a firm grasp on each of
the five competencies, one can move forward to the resources pages with the student.
There is a version of the resource manual in the appendix, but the below pages will walk
through each of the competencies and the training and resources that will go with it.
1.

Each resource page for the competencies is to be used as a guide or a map for the
student. Make sure before moving on to the next step that the individual
understands the competency model.

Each competency has sections to be used as a guide or tool to explain and use the
competency in the individual's day to day life. Those sections include:
Experience-Based Learning
Key Coaching Questions
Valuable Tips

Training Opportunities
Self Development

Resources

Action Items (This will be required to be completed if they want to receive the
Leadership Certification.

4.

Make sure you go through each section and use the experiences and questions to
develop the individual's development plan.
Once the development plan is established, proceed on through the resource manual.

Each student may go through all the comp entices and not complete the action items.
This is to be used as a resource for whoever chooses to use it.

However,

if the student

wants to receive their Leadership Certification from the YMCA of USA, they must complete
assignments and retain approval from the Executive Director of each Campus YMCA. This
may take a student the full four years of the career to complete, or they could complete it
in two. Once this is complete, the student will receive a certificate from the YMCA of USA

stating they have passed the course.

forward with
organizations
be impressed
determine the

This will be a useful tool for those who want to move

a career in the YMCA as well as a great item to put on your resume. Many
are aware of the impact their local YMCA makes on the community and will
that they have received a certification from them. Each program will want to
desire of that student before initiating the process.

INTRODUCTION TO THE LEADERSHIP COMPTENCY MODEL
The Y's cause is to strengthen community. Every day, we work side by side with our
neighbors to make sure everyone, regardless of age, income, or background, has the
opportunity to learn, grow, and thrive. To fulfill this promise, the Y requires strong causedriven leadership to effect lasting personal and social change in our organization's three
areas of focus: youth development, healthy living, and social responsibility. This means
leaders are committed to nurturing the potential of kids, promoting healthy living, and
fostering a sense of social responsibility.

There are four disciplines of cause-driven leadership that define a leader's ability to do this
work:
* Mission Advancement — advancing the Y's promise to strengthen community
* Collaboration — working with, understanding, and developing others
* Operational Effectiveness — ensuring relevance, effectiveness, and sustainability
* Personal Growth— developing continually to adapt to new challenges
In an effort to develop cause-driven leadership at all staff levels across the Y, YMCA of the

USA (Y-USA) has developed
the cause-driven Leadership Competency

Leadership Competency Model
The Y's Leadership Competency Model is:
* comprised of 18 leadership competencies (leadership xnawledge. skills, and behaviors

required for success in the Y)
* organized by the four disciplines of cause-driven leadership:
— Mission Advancement

=
—
—
*

Collaboration
Operational Effectiveness
Personal Growth
organized into levels of leadership:

— Leader
— Team Leader
— Multi-Team or Branch Leader
— Organizational Leader
Levels of Leadership

The Y's Leadership Competency Model is organized by leadership levels. Job titles vary from
YMCA to YMCA, and similar titles may have very different responsibilities among YMCAs
across the country. Therefore, the table below is only a place to start in determining which
level is the most relevant for you and your position. The table below gives a description of
each level and lists potential position titles. When reading the descriptions, think about
which best describes your responsibilities on a day-to-day basis.

Description: Any staff member without supervisory responsibilities performing a direct
service to members; an individual contributor. Potential position titles: membership service
staff; program staff, including child care center and site staff, lifequard, swim instructor,
day camp counselor, fitness instructor, child watch staff, and teen staff; weight room
attendant, facility or maintenance staff; administrative assistant; association staff in

payroll, accounting, human resources, and marketing; and any volunteer program staff.
LEADER

Description: Any staff member performing supervisory duties with direct reports.
e Any staff member who regularly leads a team of staff or volunteers without direct
supervisory responsibility.
Any staff member, with or without staff supervisory responsibility, who regularly
leads a process, project, or function with
significant scope and potential impact.
Potential position titles: child care site supervisors; day camp directors; fitness
coordinators; aquatics directors; health and wellness directors; front desk supervisors;

lifeguard shift managers; facility staff supervising hourly staff; program coordinators
of single departments; community development directors; human resources managers;
financial development managers; grant writers; accountants; association department
leaders who directly supervise others or who regularly lead a team made up of
staff from across the association without direct supervisory responsibility; association
cabinet team leaders serving cross functional teams from across the association; program
volunteers supervising or leading other volunteers.
TEAM LEADER

Description: Any staff member managing multiple team leaders/supervisors representing
multiple departments.
e Any staff member who regularly leads multiple teams of staff or volunteers without
direct supervisory responsibility.
Any staff member who provides tactical and operational leadership to multiple
departments within a YMCA branch or association
corporate office.

*

Any staff member, with or without staff supervisory responsibilities, who regularly
leads multiple processes, projects, or
e functions with significant scope and potential impact.
Potential position titles: branch executive directors, branch associate executives, branch
operations directors, specialists, or departmental directors at the association level
providing consultation or guidance to a specific program area or service
(example: marketing director, communications director, program development director,
product line manager, association teen
specialist, relationship manager for Activate America, etc.) program/membership
coordinator, director, and senior program director (with multiple department or team

responsibilities).
Note: This level has been identified as critical for branch executive directors.
MULTI

TEAM

LEADER/BRANCH

LEADER

Description: Staff members who provide strategic and Visionary

leadership to the

organization.

Potential position titles: C-Level Bonito (i.e. chief executive officers, chief operating
officers, chief financial officers, and
chief development officers); senior vice presidents; vice presidents of operations and/or
association departments; and some
specialists to support specific strategies.
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AT-A-GLANCE
a

ORGANIZATIONAL LEADER

| the organa ations vision and strategies.

anil
| organizatiom and the commimity.

| Reinforces the Y's valves within the

| Incorporates: the Y's mission and values into

| Models and teaches the Vx vahwes.

ADVANCEMENT

| Accepts and demonstrates the Y's values

Lbs

| Values

| Enswres community engagement; promotes the
| global nature of the ™.

i

| Effectively communicates the benefits and

Leads a culture of volunteerism ensuring
engagement, inclusion, and ownership,

| Leads a culture of philanthropy.

infhwential leaders ta impact and strengthen

initiates the development of relationships with

Advocates for and institutionalizes seclusion
| and diversity throsghoot
the orgamization.

Builds and murtures strategic relationships to

3! Communicates for influence In attain buy-in

| to advance the ¥'s mission and goals.

Creates 3 structure to deliver organic ationwide results to achieve ohisctives

| invests resources in well-designed innovation
initiatives.

. Possesses penetrating insight and strong
strategic and critical thinking skills.

place and executed effactiveby.

Ensaeres that a talent management system is in

within and outside the Y.

Communicates to engage and inspire people

sockal circles with ease,

| Is recognized as an imspirational community
Sader building
- Serwes as a —
leader who navigates complex political and
| eofiaborations based on trust and coedibility

the community,

enhance support for the ¥.

Cwoluntesrs reflect the community,

Develops strategies: to ensure staff and

| phifanthropic endeavors,

| Secures tesources and support for all

| policy leadership lmwels,

| tmplements effectare orstems to develop
volunteers at program, fundraising, and

impract of the Y's efforts for all stakeholders.

| Ensures a high level of service with 3
| commitment Lo improving fives

| Demonstrates a desire to serve others and

| Provides wolunteers with orientation,
| training, Ceveicpment, anv recognition,

Pte
TS

ICudtwates relationships 0 support
{ fundraising

Champions inclusion activities, strategies,
| and initiatives,

| Builds relationships to cremate small

Effectively tailors commurications ta the
_|_*ppropriate audience.

of others.

| and support of goals.
| Provides tocls and resources for the
| ; development

| make decisions.

EFFECT IVENESS
Integrates multiple thinking processes to

Provides staff with feedback, coaching,

GLUES

| guidance, and support.

making decisions

: Provides others weith frameworks for

| development of programs and activities.

| wolves members and community in the
taunching of programs and activities.

| Ensures execution of plans,

Conducts prototypes to support the
Develops plans and manages best practices

diverse stiles and approaches

| Fosters a learning environment embracing

Creates 3 learning organization,

| strategies,

| Develops and implements stewardship
Insbitutes sound accounting procedures,
| investment policies, and financial controls

| through engagement of team.

Follows budgeting policies and procedures, and | Effectively creates and manages budgets
| reports all financial inregularities immediately,

appropriate leadership to meet objectives.

Determines benchmarks and ensures

| Deorycess.
| Shares new insights

TE

| results using a formal process to measure

| continuous improve ment,

a

| Assigns clear accountability and ensures

| Steves ta meet or exceed goals and defer a
| high-value experience for members,
o

| Pursues self- development that enhances jab
i performance.

x

| Holds staff accountable for high-quality

and actively participates in meetings.

Establishes goals, tlarifies tasks, plans work,

| to create a better member experience.

| learning from one situation to anather,
| Embraces new approaches and discovers ideas

| Makes sound mdgments, and transfers

Takes initiative to assist in developing others,

and writes ef Tectively,

Listens for understanding and meaning speaks

Seeks first to understand ihe other person 3 > | Empathet ically is tens and communicates
| point of view and yemains calm in challenging
i for understanding when megotiating and
| situations.
dealing with conflict

| Builds rapport and relates well to others.

| backgrounds, abilities, opinions, and
| perceptions,

| Works effectively with peapie of different

| Supports fundsaising

Recruits volunteers and builds affective,
| supportive working relationships with them

| fulfill community needs,

| Community
Volunteerism

Philanthropy

Inclusion

Relationships

| Influence

| Communication

| Developing Others

| Innovation

Project Management
Finance

| Quality Results

| Self Development

Anticipates challenges that wan sidedrack or
derail growth and personal Aearning,

and humility.

Shares authority and demonstrates courage

organizational opportunities,

Effectively drives change by leveraging
sesonrces and creating alignment to expand

, an awareness of the impact of change.

adaptabiity ane

Change Capacity

| Demonstrates an openness ta change, and
seeks opportunities in the change process.

Uhdizes non-threatening methods in
| address sensitive issues and inappropriate
| behavior or pecformance

Facilitates change models

Emotional Maturity

+ Has the functional and technical knowledge and skills required to perform wef; ses best practices and demonstrates up-to-date knowledge and skills is technology.

| Accurately assesses personal feelings,
| strengths, and limitations and how they impact
| relationships,

: Creates a; sense of urgency and positive
tension to support change,

Functional Expertise

Community

Community is defined as a group of people with a common background or with shared
interest within society (as cite here). Most of the students that the YMCA serves are working
within their campus community which allows them to utilize these competencies to their full
potential. The YMCA of USA defines that a person that has mastered the community c
Competencies is someone that delivers the benefits of good health, strong connections,
greater self-confidence, and a sense of security to all who seek it (Development Guide,
2010).
As stated before there will be six sections for each competency. Below, I have
outlined each section and the material that will coincide with each of the competencies.
1.

Experience-Based earning

Develop a new program or event for your campus focusing on serving someone in
the community of your university.
Ask to meet with a prominent community leader to interview him and gain
resources and knowledge of what motivates him
Ask to serve on a community or a task force at your local YMCA.
Look at a current program within your local YMCA and see how having
collegiate students involved could enhance their program.
2.

Key Coaching Questions

Talk about your past experiences with serving in your community. What worked
and what didn’t?
What is something you are passionate about? How did you gain that passion and
what drives it?
What types of service have you participated in that may have turned you away
from and organization?
What does the word “engagement” mean to you?
What does the word “community” mean to you?
Which areas in your community right now are not being served?
What challenges do you currently have that cause you to not connect with your
community?
3.

Valuable Tips

Work on building a relationship or community with someone in your surrounding
neighborhood.
Work on learning people’s names. Make a game out of it and ask others to join.
When you are at a function with new people, try to engage in the practice or
learning and remembering at least 5 people’s names. This way it can become a
habit at other future gatherings.
Seek others in your community that have the same passion and encourage them to
join together to make change.
Find ways to involve other students in what you are passionate about.
Find joy in serving others!

Training Opportunities
There are many resources out there for training around the idea of community. Below are
a few resources that may help you connect.
e First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.
Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can be
a part of.
AmeriCorps is a national service program that offers many training opportunities.
WWW.AMETiCOorps.gov
Self Development Resources
e McKee, J.R., and T.W. McKee. 2007. The new breed: Understanding and
equipping the 21st century volunteer. Loveland, CO : Group Publishing, Inc.
Buckingham, M., and D.O. Clifton. 2001. Now discover your strengths. New
York: The Free Press.
Frankel, L. 1998. Jump start your career: How the “strengths” that got you
where you are today can hold you back tomorrow. New York: Crown Press.
.

Action Items

(This will be required to be completed if the participant wishes to receive the Leadership
Certification). In order to receive Leadership Certification one of the following tasks
must be completed:
e Join a taskforce committee with the Campus YMCA partnership.
e Create a special event for your local community and successfully see it through.

®

Inclusion

The YMCA of USA defines that a person that has mastered the inclusion competencies is
one that values all people for their unique talents and takes an active role in promoting practices
that support diversity, inclusion and cultural competence (Leadership Development Guide, 2010)
1.

Experience-Based [earning Experiences
e Work on a project with a community or an organization that you are not familiar
with.
Take a look around your campus and see what diversity you encounter on a daily
basis. Gender? Age? Disability?
Who inspires you? Make a list of your hero’s and examine the diversity.
Take a foreign language class as an elective.
Join or start a multi-cultural club at your local university.

2.

Key Coaching Questions
e What are your current personal barriers to inclusion?
* Examine your own relationship and think of a time where you had a confrontation
and how you handled that.
Describe a time where you felt like you were different then everyone around you.

3.

Valuable Tips
e Spend some time educating yourself about your own culture and take time to
teach others.
When you react with others, examine whether or not you make assumptions based
on just what you see. If so, challenge yourself to learn more about that culture.
Have healthy conversations with your friends about inclusion and challenge each
other to work beyond some of the differences you may encounter.
Bring diverse populations together on your campus.
Training Opportunities
First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.
Check with the local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can
be a part of.
Complete the Cultural Competency training session provided at your local YMCA.
Seminars Elsewhere- Diversity: Creating an Inclusive Work Environment.
Self Development Resources

e

Miller, F.A., and J.H. Katz. 2002. The inclusion breakthrough: Unleashing the
real power of diversity. San Francisco: Berrett- Koehler Publisher, Inc.

e
é

6.

Morrison, T. 1994. Kiss, bow, or shake hands: How to do business in sixty
countries. Holbrook, MA : B. Adams.

Action Items
(This will be required to be completed if they want to receive the Leadership
Certification.
Complete the Cultural Competency Training provided by the Campus YMCA
Partnership.
Create a one day panel to bring in diverse community leaders to talk about
diversity and inclusion on your campus and community.

Cultural

Competency

Workshop

PowerPoint

Slide 1

Cultural Competency Workshop
YMCA

of Greater Indianapolis

We

Are All Diverse
o

We are all similar
and different on a
variety of

dimensions, which
make each of us
unique.

We all have learned
societal biases about

others’ dimensions
that need to be

acknowledged and
transcended through
learning,
compassion,

forgiveness, and
healing.

e
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The Case for Diversity and Inclusion
Diversity: The presence of differences that make each
person unique and that can be used to differentiate groups
and people from one another
Inclusion: The full engagement and development of all
YMCA constituencies
Our Mission

To put Christian

practice principles through progr

build healthy spirit, mind and
body for all
Our Cause
Community
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Strengthening

The YMCA’s Diversity Vision
ER

Er

ES

The YMCA will be known
for practicing inclusion and
sensitivity by valuing the
diversity of all people
within our associations
and the communities we serve.
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Our Commitment
ry

to Diversity
RE

EE

Our purpose is to practice inclusion by
valuing the diversity of all people within our
association and the communities we serve.
We do so by helping our YMCA increase and
support the cultural competence of staff,
members, volunteers and the various
publics we serve. Diversity is the mosaic of
people who bring a variety of backgrounds,
styles, perspectives, beliefs, and
competencies as assets to the YMCA.
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is a set of competencies and skills
that individuals and organizations
can use to create an environment
that values diversity.
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Six-Step Diversity Enhancement Process
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Post-DVD

Group
Discussion

Si | d e

1 0

This country isn’t a melting pot. Think of this country
as a stir fry. That's what this country should be.
A place where people are appreciated for who they are.

Zane Siliotk

Self Development
A person that is dedicated to the improvement of their own capabilities and demonstrates this
through the continual expansion of knowledge and skills is someone that has mastered the
competency of self-development (Leadership Development Guide, 2010). In today’s market,
there are thousands of books catered to leadership and self development. In fact, if you search
the internet for “leadership” you will get 383,000,000 results. We know that self development is
important, so how can we convince the young adults we work with that it is something they
should be working on now. This manual is a good start for the student to get a taste of what is
out there and what their potential may be.
1.

Experience-Based [earning Assignments
e Join a club that you are interested in learning more about.
e Take a personality assessment to see where you are now and then taking it again
in one year to see the change.
Look for new opportunities to grow in your current situation. It could be in a job,
club or organization.
Interview someone in your community that is known for their leadership skills
and ask them how they got to that point.

2.

Key Coaching Questions
e How do you best learn?
e What are some barriers that cause you not to take the next step?
e What types of experiences offer you the best personal satisfaction as well as those
that do not.

When was the last time you were excited about learning?
did that excitement come about?
How do you receive constructive criticism?
3.2

When was that and how

Valuable Tips
e Work on an area of opportunity for you. Ask someone you know to coach you in
this and provide learning opportunities.
Train a group on a skill you excel in.
Ask for feedback from others on your performance and work on a plan to better
the next task.
Stay informed in best practices in your area of expertise.
Go to seminars, conferences and trainings whenever you can to better yourself.
Training Opportunities
e First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.
Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can be a part of.
Attend the “21 Irrefutable Laws” Training provided by the Campus Y Partnership
Network.

ea

5.

Self Development Resources

e

Maxwell, John C (2007).
Upd edition.

21 Irrefutable Laws of Leadership. Thomas Nelson; 10 Rev

Collins, Jim (2001). Good to Great: Why Some Companies Make the Leap... and
Others Don't. HarperBusiness; 1 edition
“Student Activist Resource Handbook.”

Retrieved on June 21, 2012.

http://www.csun.edu/eop/htdocs/studentactivismbook.pdf

Robbins, S.P., ed. 2001. The self-assessment library: Insights into your skills,
abilities and interests. Upper Saddle River, NJ:Pearson Education.
Senge, P. 1994. The fifth discipline: The art and practice of the
Learning organization. New York: Doubleday/Currency.
6.

Action Items
(This will be required to be completed if they want to receive the Leadership
Certification.
o Create training on a skill that you excel in and present it to the Campus YMCA
officers.
Attend the “21 Irrefutable Laws of Leadership” training provided by the Campus
YMCA Partnership.

as

21

Irrefutable Laws of Leadership
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OUR CAUSE IS YOU

Leadership
Experience
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The 21 Irrefutable

Laws

of Leadership

“The one thing you need to know
about leadership is there is more
than one thing to know about
leadership!”

PowerPoint
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Leadership

requires the ability to do more
than one thing well...

No one does all 21 laws well
1.
2.

the laws can be leamed

he laws can stand aicne- 23CT gw compliments
2il the others,
Sut you den need one MM orgar Io igam anothan

3. he laws carry consaguencas mith them- apply the laws and
ceopie will oilow you, victate or ignore them and you will not Se able

0 ‘gag stners

4.

these laws are tne "oundation
of leacarship- anc2 you lears the
principals... pracics and apply

3. Develop a L2adership Teami-None of us is 3s smart as ail of us!

The

21 Irrefutable

Laws

of Leadership
Please

take

a second

as sessment

to fill out

the

in your binders

leadership

List your major goals.
(focus

on

significant

objectives-

will require a year or lo
no more

things

th

st at least 5 but

Nao
ok at your
goals and note which ones
will require the partici
an of
others.
.t
i
when your leadership
reatly impact your
effectiveness.
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The Law of the Lid
Leadership ability determines a
person's level of effectiveness.
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Lessons from Dick and
Maurice
‘Their weak

leadership put a lid on their
ability to succeed.

nin th
erprise.. the |
them down
rence between a good leader
nd a good manager!

v
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The Law

of Influence

the true measure of leadership is
influence- nothing more...nothing
less
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Five Myths about Leadership
1. The Management Myth- leading and
managing are one in the same.
2. The Entrepreneur Myth- people assume
entrepreneur’s are leaders...only if they can
influence others.
3._The Knowledge Myth- Neither IQ nor
education necessarily equates to leadership.
4. The Pioneer Myth- anycne who is out in
front of the crowd is a leader. Being first isn’t
always the same as leading.
5. The Position Myth- The biggest myth on
leadership is that people think it is based on
position, but it’s not!
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Leadership is...
(why do some people emerge as leaders while others
can't influence people no matter how hard they try)
Character- Who they are
Relationships- Who they know
Knowledge- What they know
Intuition- What they feel
Experience- Where they've been
Past Success- What they've done
Ability- What they can do
Take a second and rate yourself from 1 - 10 for each
factor(1l mean’s it is not a factor while 10 mean s you
rely on it continually)
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True leadership cannot be awarded,
appointed, or assigned. It comes only from
influence, and that cannot be mandated, it
must be earned.

APPLY AND

PRACTICE!

Ask..
1 boss
2 colleagues
3 followers
to rate your

influence!

7
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The Law of Process
leadership develops daily, notin a
day
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The Phases

of Leadership

Phase 1- I don’t
know- Many people
value of leadership.
you stay in

Growth

know what I don't
fail to recognize the
You will not grow if
this phase

Phase 2- I know that I need to knowPeople assume they know how to lead
and then are asked to lead and learn
they do not know. Being put in charge
is not the same as being a leader.
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Phase 3- I know what I don’t knowMake time to develop yourself in the areas
of leadership you struggle. Ask questions,
meet with people...develop yourself!
Phase 4- I know and grow, and it starts to
show- When you recognize your lack of

skill and begin to work on it, exciting
things will happen.
Phase 5- I simply go because of what I
know- When you are in this phase, you
can be pretty effective as a leader...but
never stop growing!
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What hobby, sport, or activity do you enjoy on
a regular basis? How much time do you invest
in it?
Now...how much time do you infest in your
leadership development?
APPLY
What's your personal

AND

PRACTICE

plan for growth?
DOWN!

WRITE

IT

Don’t have one? Interview a leader/mentor. What
books, CDs, trainings do they recommend?

oh
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The Law

of Navigation

anyone can steer the ship, but it
takes a leader to chart the course
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P.L.A.N A.H.E.A.D
Predetermine a course of action
Lay out your goals
Adjust your priorities
Notify key personnel
Allow time for acceptance
Head into action
Expect problems
Always point to the successes
Daily review your plan

Slide 17
The Pessimist complains about the wind.

Optimist hopes it will change.
change

The

The Leader

the sails

PRACTICE AND APPLY
Think of a current/new project and
PLANAHEAD.

use

Schedule daily time to reflect. File what you
each day.

learn
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The Law of Addition
leaders add value by serving
others
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Spend

a minute answering

this question:

Are you making things better for the people that
follow you? (Can you answer yes with absolute
confidence?)
Are you a subtractor?
The bottom line in leadership isn't how far we advance
ourselves but how far we advance others.
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We add value to others when

we...

Truly value others
Make ourselves
others- the more
personal growth
have

more valuable to
you continue your
the more you will
to offer.

Know and relate to what others valuelisten, learn then lead
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The interaction that exist between every
leader and follower is a relationship. A
relationship can be added to or subtracted
from in a person’s life. Leaders who add value
by serving others stand to gain more in life
than just economic prosperity. Greatness is
built with people, whole mediocrity is
achieved by oneself.

PRACTICE AND APPLY
Who

will YOU

mentor?

WRITE

WHEN

oh
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The Law of Solid Ground
trust is the foundation of
leadership

AND

HOW!
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What are you currently doing
character?

to develop

your

1) Integrity-Don’t shave the truth, don’t tell white
lies, Don't fudge results
2) Authenticity-be YOU!
3) Discipline-Do right Regardless of how you feel
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Trust is the foundation of relationships. It
is the glue that hold an organization
together. Leaders cannot repeatedly break
trust with people and continue to influence
them.

PRACTICE AND APPLY
Who

Slide 26

have you

broken trust with?
going to repair it?

How

are you

\ 4
the

Ad
A=

The Law of Respect
people naturally follow leaders
stronger than themselves
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Top Six Ways

Leaders Gain

Respect

1.

Natural Leadership Ability- If you
process natural leadership
ability..people will want to follow you.
2. Respect for Others- Golden Rule
3. Courage- A leaders courage gives
their followers hope.
4. Success- Others tend to follow
successful people because they want
success as well.
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5. Loyalty- The average worker will
change jobs 10 times by 36. When
leaders stick with the team until the
job is done, others will respect them.
6. Value added to others- Followers
value leaders who add value to them.
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The person who is the strongest leaders is usually
highly respected by all, and everyone will follow
him or her because of that respect.

PRACTICE

AND

APPLY

Gather a group of 3 friends. Pick 5 situations
(medical emergency, planning a trip, playing a
sport, etc). For each situation have everyone tell
you who they would follow and why. Where are
you on that list?

7
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The

Law

of Intuition

leaders evaluate everything with a
leadership bias
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Intuition comes

from

two things...

the combination of natural ability, which
person’s areas of strength
and
learned skills
3 Levels of Leadership

comes

in a

Intuition

1. Those who naturally understand leadership
2. Those who can be nurtured to understand
leadership
3. Those who will never understand leadership
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Leadership intuition is when a leader looks at 2 situation and is able
to assess and comprehend what needs to happen in order to make a

decision.

When

do you feel “on it” at your organization?

What areas do you see as “opportunity”
for growth?
PRACTICE AND

APPLY

Pick a current project in the works. Imagine it WITHOUT YOU! What
resources are available to get the job done? Who else is qualified to
take this on? How can you encourage others when youre not

around?

The Law
who

of Magnetism

you are is who you attract
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List the qualities you'd like in the
people on your team...

You might be surprised to know that
who you attract is not determined by
what you want..it is determined by
who you are.
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A leader who is looking for other leaders will
attract those who are like him or her. If the
leader does not have the quality that he or she
desires, that leader most likely will not attract
someone with that quality.

PRACTICE AND APPLY
Write your five greatest strengths. Now yoru 5
greatest weaknesses. Who do you know whose
strength is your weakness?
How can you include
them?
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The Law of Connection
leaders touch a heart before they
ask for a hand
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How do you connect?
1. Connect with yourself
2. Communicate with openness and
sincerity
3. Know your audience
4. Live your message
5. Go to where they are
6. Focus on them, not yourself
7. Believe in them
8. Offer direction and hope
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You can’t give

what you

don't have...

How would I describe my personality?
What is my greatest character strength?
What is my greatest character weakness?
What is my single greatest asset?
What is my single greatest deficit?
How well do I relate to others?
How will do I communicate with others?
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25 Ways to Win

With People

1)Start with yourself
2) Practice the 30 second rule
3) Let people know you need them
4) Create a memory and visit. it often
5) Compliment people in front of other people
6) Give others a reputation to uphold
7) Say the right words at the right tirne
8) Encourage the dreams of others
9) Pass on the credit to others
10) Offer your very best
11) Share a secret with someone
12) Mine the gold of good intentions
13) Keep yours eyes off the Mirror
14)Do for others what they cant do themselves
15) Listen with your heart
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16) Find the key to their heart
17) Be the first to help

18) Add value to people

19) Remember a person’s story
20) Tell a good story
21) Give with no strings attached
22) Learn your mailman’s name (SAVE)
23) Point out other people's strengths
24) Write notes of encouragement DAILY
25) Help people win

Pick 3 and DO THEM!

7
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The Law of the Inner Circle

a leader’s potential is determined
by those closest to him

e
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When recruiting others...ask
yourself these questions..
. Do they have high influence with
others:
. Do they bring a complementary gift to
the table?
. Do they hold a strategic position in the
organization?
. Do they add value to me and to the
organization?
. Do they positively impact others in the
inner circle?
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Leaders have to recognize that great things
with teams. Leaders still have to deliver,
need a team to implement a vision. A
potential is determined by those closest to

take place
but they
leader's
him or her.

It’s lonely at the top...so you had better take
someone with you!
PRACTICE AND APPLY
Great inner circles don’t happen by accident...who's in
yours? What do they bring? What are you missing?
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The Law

of Empowerment

only secure leaders give power

to others
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BARRIERS TO EMPOWERMENT
1.

DESIRE FOR JOB SECURITY- THIS IS THE
NUMBER ONE ENEMY OF EMPOWERMENT.

2. RESISTANCE TO CHANGE- AS A LEADER
YOU MUST TRAIN YOURSELF TO EMBRACE
CHANGE.
3.

LACK OF SELF-WORTH- YOU CAN'T LEAD
A CAVALRY CHARGE IF YOU THINK YOU
LOOK SILLY ON A HORSE.
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As a leader, one of your responsibilities is to
find other good leaders.
Once you find good
leaders, you will need to build them up, giving
them resources, authority, and responsibility.
When they succeed, you will succeed.

PRACTICE AND APPLY
Pick one person.

Pick one project. Share authority.
Encourage them!
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The Law of the picture
people do what people see
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The Law of the Big Picture
wers are always watching what
you do.
It’s easier to teach what's right than
o do what is right.
work on changing
ore trying to improve
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Leaders must be able to set the example for
their followers. As leaders show the way with
the right actions, their followers copy them
and succeed. Leaders must be visionary and
highly practical. If these two qualities are not
in proper balance, it is hard to expect anyone
to follow.

PRACTICE AND APPLY
Watch

a leader for a week.
you.

Have someone

watch
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The Law

of Buy-In

people buy into the leader, then
the vision

You cannot s

rate

leaders
rom

from th

u

When followers don't like the leader or the
vision..they look for another leader.
When

followers don't like the leader but they do like
the vision...they look for another leader.

When followers like the leader but not the
vision..they may try to change the vision, but they
will stick with the leader.
When

followers like the leader and the vision...they
get behind both
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People need to buy into the leader before they
will follow. As a leader you MUST establish
yourself by being an example. As people see
you in action, they will more readily align
themselves with you.

PRACTICE AND APPLY
Write your vision statement. How are you going to
get people to buy in?
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The Law of Victory
leaders find a way for the team
to win
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Three Components

of Victory

1. Unity of Vision- teams will succeed
when the players have a unified vision.
2. Diversity of Skills- Can you imagine
a hockey team with all goalies?
3. A leader dedicated to victory and
raising players to their potential- it
takes a leader to provide the
motivation,

empowerment,

and

direction required to win
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A leader finds a way to win for the team.
Leaders will often work behind the scenes to
get things done so their team wins and in
unified. Leaders bring focus, which allows the
team to shine.
Often leaders who find a way for their team to
win do not think about themselves.
Why is
this? What allows them to think beyond
themselves?

PRACTICE AND APPLY
What part of work is personal for you? Test your
strengths and put them to use in this area.
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The Law

of the Big Mo

momentum
friend

is a leader’s best
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Truths

about

Momentum

1. Momentum is the great exaggeratormomentum is like a magnifying glass; it makes
things look bigger than they really are.
2. Momentum makes a leader look better than
they are- momentum exaggerates a leaders
success. Many young aduits have not create
momentum yet so therefore they are not seen as a
leader. It takes time..
3. Momentum helps followers perform better than
they are.
4. Momentum is easier to steer than to start.
5. Momentum is the most powerful change agent.given enough momentum nearly any kind of change
is possible.
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6.Momentum is the leaders
responsibility. Creating momentum
requires someone who has vision, can
assemble a good team, and motivates
others.
7. Momentum begins inside the
leaders. * You cannot kindle a fire in
any other heart until it is burning
within your own.”
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It is pretty simple to understand momentum,
but it’s hard to sustain it. As a leader, it is
important to create steps that can lead to
momentum.
As momentum is created,
continue to remove or resolves issues that
threaten to take it away.
PRACTICE

AND

APPLY

Observe...what causes lack of motivation at yoru
organization?
Ask...What can be done to create enthusiasm?

®
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The Law of Priorities
leaders understand that activity
is not necessarily

accomplishments.
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The

3 R's
/

leaders must organize their lives according to these 3
questions

What is required? what must I do that
nobody can or should do for me? If you are doing
something that necessary but not required of you
personally...delegate it!

What give the greatest return? readers
understand that activity is not necessarily
accomplishments.

What brings the greatest reward? Life is
too short not to do something

you love.
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The Pareto Principle: If you focus on
the top 20% you get an 80% return.
Practice and Apply
Break your box! Get out of your comfort
zone! What project needs revision?

Slide 63

7
or
ix

The Law

of Sacrifice

a leader must give up to go up
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If you desire to become the
best leader you can be.....
1. There is no success without sacrifice.
2. Leaders are often asked to give up more
than others.
3. You must keep giving up to stay up.
4. The higher the level of leadership, the
greater the sacrifice.
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From

who

much is given,
expected.

much

is

PRACTICE AND APPLY
NOT JUST WORK!!!
What are you GOING
give up? Who is going to hold you
accountable?

to
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The Law

of Timing

when to lead is as important as
what to do and where to go
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Timing is Everything
1. The wrong action at the wrong time
leads to disaster
2. The right action at the wrong time brings
resistance.
3. The wrong action at the right time is a
mistake.
4. The right action at the right time results
in success.
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Good leadership timing requires many things:
Understanding-

leaders must have a firm grasp
on the situation.
Maturity- if leaders’ motives aren't right, their
timing will be off.
Confidence- people follow leaders who know what
must be done.
Decisiveness- wishy- washy leaders create wishywashy followers.
Experience- if leaders don't possess experience,
then they need to gain wisdom from others who do
possess it.
Intuition- timing often depends on intangibles,
such as momentum and morale.
Preparation- if the conditions aren't right, leaders
must create those condition.
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Good leaders recognize that when to lead is
as important as what

to do and

where

to go

Timing is often the difference between
success and failure in an endeavor. Leaders
must be aware of what is transpiring in
order to meet the need of the hour.
PRACTICE AND APPLY
Look at past failed endeavors. How many were
due to timing?
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The Law of Explosive Growth
to add growth, lead followers- to
multiply, lead leaders
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In which stage of the leadership
development process do you find your
self currently?
Stage 1- Developing yourself
Stage 2- Developing your team
Stage 3- Developing leaders
PRACTICE AND APPLY
Assess yourself and team and
them lead each other.

have
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The Law

of Legacy

a leader’s lasting value is
measured by succession
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Developing your leadership
legacy....
1. Know what legacy you want to
leave
2. Live the legacy you want to
leave
3. Choose who will carry on your
legacy
4. Make sure you pass the baton
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How can you take an
organization or team from
where they are to where they
should be?
PRACTICE

AND

APPLY

If you won the lottery tomorrow (and
left your job to live in Hawaii)...finish
this statement! WRITE IT DOWN!
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Next Steps
- When you raturn to your center, make sure
you take 2 look back at your notes and at
the highlighted areas
that you want to
impiement or work on

- Challenge yourseif to a “stratch”

assignment that invoives one of your arsas
of opportunity.
«Use sach other as rasources

And remember these laws are the
foundation of leadership- once you learn
the principals...practice and apply

Emotional Maturity
Someone that demonstrates effective interpersonal skills is someone that has mastered the
competency of emotional maturity (Leadership Development Guide, 2010). When surveyed, the
highest rated competency was emotional maturity. That being said, the resources behind this
competency must align well with the needs of the students.
1.

_Experience-Based Learning Experiences
e Take an assessment of your current emotional maturity (resources below).
e Keep a journal to track your daily thoughts and interactions. Make sure you
reflect on the journal daily.
Work on a difficult relationship that you currently have with a friend,
professor or family member.
Talk with someone you know that is skilled in the area of emotionally
maturity and ask them to coach you through some exercises.
Shadow someone that deals with conflict on a daily basis and see how they
handle themselves.

2.

Key Coaching Questions
e Take time to look at past experiences that may not have turned at as well and
reflect on them. Ask yourself what you could have done to improve the
situation.
How do you own up to your mistakes? Have you done this in the past?
How well do you read your own emotions and those of others?
How do you respond to feedback?
Have you had a relationship in the past that was damaged that you were able
to fix? How did you do this?
What causes you to go on the defense?

3.

Valuable Tips
* Know your strengths and limitations and adjust your outcome based
on them.
When you are talking with someone, do not interrupt them.
Always take time to think about something before you react.
Take time to award yourself for personal success.
Always share credit.
Make sure you know when to apologize, and be sincere.
Training Opportunities
e First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.
Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can
be a part of.
Look into the Emotional Maturity course provided at your local YMCA.

5. Self-Development Resources
Adams, M. 2004. Change your questions, change your life. San Francisco: BerrettKoehler Publishers, Inc.

Arbinger Institute. 2002. Leadership and self-deception: Getting out of the box. San
Francisco: Berrett-Koehler Publishers, Inc.

Blanchard, K. 2003. The one-minute apology: A powerful way to make things better.
New York: William Morrow.
Hughes, M., and J.B. Terrell. 2008. A coach’s guide to emotional intelligence:
Strategies for developing successful leaders. San Francisco: Pfeiffer.
Bradberry, Travis and Greaves, Jean (2009).

Emotional Intelligence 2.0.

TalentSmart,

San Diego, California.
6.

Action Items
(This will be required to be completed if they want to receive the Leadership
Certification.)
e Attend and complete the emotional maturity course through the YMCA
of USA.

Volunteerism
Webster.com defines volunteerism as the policy or practice of volunteering one's time or
talents for charitable, educational, or other worthwhile activities, especially in one's community

(Dictionary.com, 2012). The YMCA of USA states that someone who has mastered this
competency is someone that advances the legacy of volunteer engagement and leadership. Many
young adults these days spend countless hours volunteering at a number of different
organizations, but tend not to stick around to be a long lasting volunteer. Many students are over
committed or are doing it because it is required. The lessons below will help take those students
to the next level to really appreciate what volunteering is and how they can make a difference.
1.

Experience-Based Learning Experiences
e Serve as a volunteer at a local community organization.
e Work on a volunteer committee with one of the student organizations on
campus.
Read about volunteerism and the history of how it came to be.
Develop best practices for student volunteers.

2.

Key Coaching Questions
e Think about a personal volunteer experience and reflect on the positives and
negatives of that experience.
What gifts do you have to contribute to an organization?
Think about supervising volunteers, how can that enhance your leadership
potential?
If you are in charge of volunteers now, what do you do to make sure they are
equipped?
What barriers exist now that cause you from volunteering?
Valuable Tips
o Talk to other students about why they volunteer and work on plugging them into
your Campus YMCA.
Work hard to find the right fit for you within an organization.
Work on your people reading skills.
Always recognize others for their volunteer efforts.
Training Opportunities
o First check with your local YMCA for training opportunities or go to
WWW.ymcausa.org.
Check with your local United Way campus to see if there are trainings open.
Check with your university or your local community college.
Other non-profits in your area may be providing trainings that you can
be a part of.
Attend the volunteerism training provided by the YMCA of USA.
AmeriCorps.gov has excellent training and resources for volunteers.

5.

é

6.

Self Development resources

*

McKee, J.R., and T.W. McKee. 2007. The new breed: Understanding and
equipping the 21st century volunteer. Loveland, CO : Group Publishing, Inc.

eo

Board Source is an excellent resource for volunteerism.

Action Items
e Attend the volunteerism training provided by the YMCA of USA.
e Work on a current program within your campus YMCA that involves volunteers.
Survey volunteers to determine their experience and work on improving the areas
of opportunities. Then present it to you executive director and student board.

Introduction
b

to Volunteerism

Training PowerPoint
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Volunteerism: Living the
Legacy
©
pd
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Who is in the Room?

Y

«Name
YMCA

Name

Position

Length

in Position

‘Why the Y?
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Course Objectives
Y

Create understanding that volunteerism is about the volunteer
and blessing other people's lives, not about the employee.
The relationship between the volunteer and the YMCA is
symbiotic.
Create understanding that volunteerism is a foundational and
integral, not optional, part of the YMCA
Create understanding that volunteerism is most meaningful
when it's relational and inclusive.
Create understanding that volunteerism skills are assetbuilding skills and are a professional requirement for success
in the YMCA.
Develop a staff expectation of fun, work satisfaction, and
personal reward as a result of relationships with volunteers.

Local YMCA Volunteer Stories
Y

Slide 5

Pre-work Assignment
What, specifically, was this person's
contribution?
How long was he/she involved with the Y?
In what ways has your Association recognized
the contribution of this volunteer?
How did his/her contributions inspire others?
What inspiration have you received after
learning more about the contributions of this
volunteer?

Volunteer Impact
4
YMCA

What volunteer, in what
situation, had a significant
impact on your life?
*Why was this such a
meaningful experience?
What were the
characteristics of the

person, or interaction, that
stand out?

Slide 6
Impact as a Volunteer
Y
YMCA

*Describe the volunteer
experience in which you
feel you had a meaningful
impact on a person or a
situation
“Why was this such a
meaningful experience?
‘What were the
characteristics of the
person, or interaction, that
stand out?

EE

Slide 7

Slide 8

Y

YMCA

“Volunteerism is the most foundational

principle of our organization.

Simply

put, the YMCA would not exist if it was
not for the volunteers of yesterday and
today. Staff should understand that
working with volunteers is one of the
most rewarding — and fun — aspects of
a YMCA career.”
— Neil Nicoll

EE
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What will it take for you to shift
your thinking?
Y
Taga

« It's all about having a positive
impact on those who choose to
volunteer in our YMCAs!
* While at the same time,

orchestrating gifts of time and
talent towards the achievement
of the YMCA mission.
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It is up to you!
Y
YMCA
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+ Each volunteer is unique, with
differing talents, time and
personality. Your relationship with
them, or their relationships with
others that you influence, will be
the conduit to impact their life. It
will require the best you have to
offer!
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A sense of belonging
»A sense of significance / providing real
value
=A sense of support
*Wise-time investment, flexibility of
with short-term commitment
A clear understanding of
the organization and where

he or she fits in

Slide 13
*

Has a clear idea of what success looks
like
Receives meaningful feedback on an
ongoing basis
A sense of newness,

risk taking and

challenge
Clear-cut responsibility without
repeated need for approval getting
Diversity valued and input recognized
as worth listening to.
Feels and is appreciated!

y

:

What do volunteers want?
Y

YMCA

Volunteers want to see im pact

Volunteers want to get ahead
Volunteers want positive
reinforcement
Volunteers crave order
Volunteers want it short and sweet

a

Slide 15

Self-Assessment
Y

*

YMCA

In my experience, volunteer
program leaders such as
volunteer coaches or instructors
are...
In my opinion, is it more
important to recruit a volunteer
to do the job that we need to
get done or to create a job that
is most appropriate for the
person who wants to volunteer?
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How

important are volunteers

to the

YMCA where | work?
| believe that volunteers...
| think that volunteers generally care
more about...

In my YMCA the commitment to
volunteerism is...
| believe that volunteers come
from...

It is my understanding that
volunteerism is...

wea

* | believe that volunteers are...
© | believe that at this point in my
career | need to invest in working
with volunteers...
* Program volunteers should be the
responsibility of...

ET
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Why might staff be reluctant to
work with volunteers?
V7
wea

* Insecurity
© Inexperience in overseeing staff,
paid or unpaid
+ Skepticism
» Suspicion
» Surprise
* Fear of litigation

Slide 19
No Man, Woman,

or Child Is An Island

Slide 20
Volunteer roles
Y

* Lead and set policy

YMCA
* Deliver services and programs
« Raise funds
» Serve as advocates
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*

Human nature and essential human
needs don’t really change!

l—

+ Nothing's going to take away the need for
a place to belong
» Nothing's going to take away the need for
friends, for conversation, for laughter, for
self-expression, and self-esteem, for spirit,
for meaning and purpose in our lives.
No matter who we are

Slide 22
No matter
What size or shape we're in
How old we are
How much money we make or
don't
:
What religion we are
What race or culture we are
What we look like
What language we speak —
AERC a
:
OWERSIT | 7
No Matter!
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Reinventing Community Through Member invoivement

Y
YMCA

In an age of disposable relationships, we, as
an organization, must reaffirm the need to
make a steadfast commitment to others.
This commitment comes from a deep-seated
belief that service to members personifies the
essential values and mission of our
organization...

Slide 24
Y

...but it's more than service that
defines the YMCA. Great service
is merely the path to member
involvement
and community
building. Mission comes to life
when members give back and get
involved.

Slide 25
In an age of

disposable
everything, there
is great appeal
for the staying

power of
relationships!
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Trust is at the core of any
relationship
Y
wea

» We like those we trust
* We listen to them
* We accept their influence
We consider alternative viewpoints
We make ourselves vulnerable
We display openness
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Listen well
4
mca

* Others know you care
* Others feel valued
* Others feel validated
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Facilitate positive
interdependence
Y

Shared goals
Every person contributes something
unique and independent fo final
outcome
Sense of mutuality
Reciprocate (Golden Rule)
Fairness
Reward joint effort
Emphasize long-term
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Support face-to-face
interactions
» Durable relationships — treat as if
YMCA

will last forever
* Link to the human network —
invest time and effort
» Connect others to sources of

power — social capital
» Deep and wide social connections

Slide 30
e

Emotional intelligence (social
awareness and social skills)
Y
wea
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* Hold yourself/others accountable
+ Be sensitive to what others are
saying/feeling
Empathy
Adaptability

Strengthen others by sharing
power and discretion
Y
Tuca

Offer visible support
Assign critical tasks
Enrich people's jobs
Use modeling to develop competencies
Stop talking and start building at
meetings
Enlarge people's sphere of influence
Educate, educate, educate
Create a learning climate
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Y

It Begins With Staff:
And It Starts at the Top!
Leadership must model behaviors
Then Enculturating existing staff with training, new
expectations and recognition
Hiring new staff who demonstrate strong
relationship — building tendencies

\

YMCA of the USA
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4
Y

« Liberating staff to be interactive and
creative with members, and supporting
their work with members in person, not
in offices staring at computer screens!
= Empowering staff to lead and partner
with members and each other
= Celebrate success and staff community
building (by design)

a

—
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More Than Meets the Eye... Volunteers
Y

= Are the Y's best word-of-mouth
promoters

ymca

* Are particularly well-received as
fundraisers
Are good sources of information
what the community thinks about
YMCA of the USA Can free up a
member's time so that he or she
take on new challenges or
responsibilities, such as starting
program
Can help staff members grow
personally and professionally

on
the
staff
can
a new
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More Than Meets the Eye... Volunteers:
\

Have connections, resources, skills, and
abilities that staff may not have
Give more money to charities than people
who don’t volunteer
Bring enthusiasm and passion to the
association
Provide continuity and instittutional memory in
times of high employee turnover
Personify the idea that the YMCA is an
association of people working together to
solve problems, meet needs, and enrich lives
Are innovators and risk-takers
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A New Way to Keep Score
Y

New way of measuring success
$s are not necessarily significant long-term
indicators of success but will follow when
these measures are in place:
= Member

retention

(satisfaction)

= Staff retention (satisfaction)
= Conversion rates (“Tourists" to members; program
members to full members; recapture of lapsed
members; members to volunteers!)
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Action Plans that Address...

Y

wea
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©
*
»
*
»

Satisfaction
Relationship-building
Education and conversion
Volunteerism and leadership
Ownership

It can be said that integrity is
comprised of two components:
Y

* Knowing your values

YMCA

* Following through on those values.
Which do you find to be more difficult:
Knowing what you believe or following
through?
Why?
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If reputation is what others
think of a person...
Y
YMCA

...but character is who he or she
really is, then which do you think
people are most concemed about
in our society?
In your neighborhood?
In your organization?
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For many people, it’s easy to
maintain integrity in the big things.
Y
YMCA

They would never engage in theft,
character assassination, or fraud,
but they have a hard time in the
smaller things. Yet for leaders,
followers watch everything they
do.
What little things do you have
difficulty with?
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How can a person help himself or
herself to be mors consistznt in all
things — both great and small?
Discuss some ways to get on track.
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Y
How do you think intecrity
contributes to relationships with
volunteers?

ETT
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Do you agree with the idea that
volunteers buy into their leaders
before they buy into their
leadership? Why or why not?
How have you seen that impact

the way people work together at
your Y?

EE
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mca

Based on your past experience
observing and working with
people, what have you observed
that de-motivates volunteers?

TET
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People don't care how much you
know until they know how much
you care. What are some ways
that you can show volunteers that
you care about them?
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Bear
(Choleric)
*Get it done!
:
*My way! | give the orders around here...no matter who I'm
working with!

Feelings have nothing to do with it!
+If it's not in the minutes we don't do it... unless | want to!!!

Thorough, on-target, task-oriented, goaioriented, easy to measure, know where you
stand, confront bad news
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Monkey
(Sanguine)

Will process everything to death.
Everybody should be a part of everything.
Wants to change jobs five minutes after one is completed.
Everything must somehow bring world peace!
Creative, moves past stumbling blocks quickly,
values ownership and group input, changes if
justified despite own opinion...willing to work with
others, motivator and visionary
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Fish
(Phlegmatic)
What... me worry? It'll all work out
somehow.
Y'all let me know when it's finished.
No reason to hurry — let's go slow.
Just show me what to do and !'ll follow
the steps.
Even-keeled, focused, patient, great
timing, keeps the ship on course,
SHEL

SE
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~ Snail
(Melancholy)
How do we all feel? Everyone OK?
Spends hours on one focus area until it is just right.
Who is bringing the refreshments?
Likes to wordsmith things during meetings.
Can't figure out why all just can’t get along...it's about our
emations!
Inclusive, great follow-through, good
communication, persuasive, mission-focused,
detail-oriented, gap-zapper
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Individual avoidance of involving
others...

Y

YY

» Laziness
* Lack of commitment and resistance to

change
* Fear of failure
* Poor experience with volunteers

Slide 52
Y
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Constitutional and Legal
Aspects of Volunteerism
in the YMCA
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Assessing ourselves
Y
YMCA

How do we know our organization is
fulfilling its mission?
What do we hold in trust, and for
whom?
What is the evidence that we are a
trustworthy organization? What are
some examples of times when we
earned the title of “trustworthy?”
What are our major financial
vulnerabilities? What are we doing to
address these?
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Policy voluntesers ensure the
YMCA...
\
wea

* Stays true to its mission
» Safeguards its assets
* Operates in the public interest

Slide 55
Know the mission:

wea

Slide 56

“put Christian principles into practice
through programs that build
:
healthy spirit, mind, and body for
all.”

Make immediate and obvious connection
between Christian principles and
volunteerism:
Y

* |f we profess to put principles into
practice...

* Then the spirit of self-sacrifice and
giving is inherent in our very
structure and everyday practice,
and...
= Should be reflected by each
YMCA'’s very structure and daily
activity
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Important technical
information:
\v
mca

+ 501 ¢ 3 nonprofit corporation
+ Charitable because provide
benefit to community, and
established locally because
citizens saw value of bringing in
YMCA...and volunteering
* Locally autonomous and governed
by local volunteers

X
TVA

One of the greatest contributions a
YMCA can make to its community
and to individuals is the creation of
opportunities to serve.
Volunteering is one of the great
undocumented programs of the
YMCA.
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Mission Checklist
Y

,

Using the YMCA name implies and commits to local
communities and the U.S. government that YMCA

programs will reflect the mission and lead to the

YMCA

attainment of the YMCA's goals. Itis a promise as to
the way we conduct ourselves.

In your YMCA,
«

*

+

Does program design and delivery reflect the YMCA
mission and is it capable of accomplishing local YMCA
goals?
Do the board and staff leadership regularly review and
update a written long-range pian?

Does long-range planning include community needs
assessment and organizational capacity?

Slide 60
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* Does the YMCA document the
number of scholarships
and
vege
program subsidies?
* Does your YMCA track volunteer
service hours and number of
volunteers engaged?
* Does your YMCA avoid pricing
discounts on memberships and
multi-tiered memberships?

A
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Do you have a media plan and a system to
review all programs, services, and policies?
Can staff and volunteers articulate the mission
of the YMCA?
Does your YMCA actively engage with
community partners and have working
relations with local policymakers, school
officials, and community leaders?
Does your YMCA welcome and invite a
diverse community, e.g., different genders,
faiths, races, abilities, ages, lifestyles, and
incomes?
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Charity, in its legal sense,
comprises four principal divisions:
\4
mca

© Relief of poverty
+ Advancement of education
* Advancement of religion
» Purposes beneficial to the
community

EE
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Community benefit is a response
to a community need whereby:
Y
es

* The “community” is broad enough
for the public to benefit
* The benefit is directly to a member

of the community or intangibly to
the community as a whole
* The market economy cannot
address completely a community

need

Slide 64
Qualifications for Membership
X
YMCA

» Accepts the statement of purpose of
the YMCA
Designated as a Young Men's
Christian Association and organized
and operated in conformity with this
Constitution
Acceptance of this Constitution of the
National Council
Monthly pays one-tweifth of its share of
the financial support of the National
Council

Slide 65
Annually reports to the National Board
Chief employed officer has Senior
Director status or a completion plan
Policies and practices provide for no
discrimination on the basis of race, sex,
color, religion, national origin or
disability
Recognized by the IRS as exempt to
Section 501c¢ (3)
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Debate
WY
iis

“The YMCA should remain a not-forprofit organization”
VS.

“The YMCA should become a forprofit organization”

ET,
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Policy Volunteer Handbook
L MISSION IMPACT
YMCAs at 3 Slancs
YMCA Historeai Timeline

National Charter Qualifications
Srarch cards of Management

Basic Agenda for3 New Scar? Member
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ragemant and Policy Setting—Raizfonshin Structurs

HL EXTERNAL RELATICNSHIPS
Lubiic Poiicy Checidist

Reiaticnships

with

the

Mover

iV. INTERNAL RELATIONSHIPS
Raigticnshios with Staff and Voluntaers
E
\
RASTR
pe
Risk Management
2

Lagal Lizsbility
Abuss Praventicn

EET
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Case Study Exercise
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Volunteer Champion Strategy:

Y
YMCA

A team coordinated by a
champion develops and owns the
volunteer management system.
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Key Characteristics of the Volunteer
Champion Strategy

Y

+ Making the work meaningful for the
volunteer, the staff, and the community;
Empowering both staff and volunteer;
Building the relationship;
Managing by vision; and
Controlling by principle, that is, using
values to guide rather than rules to
bind.
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Legal Duties of Not-for-Profit
Board Members
mca

Duty of obedience
* Duty of care
» Duty of loyalty
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The Governance Triangle

Y

Generative
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Benefits to fundraising
volunteers...
+
xX

«

Gain practical leadership training by chairing
committees, making decisions, speaking
before groups, leading meetings.
Boost skills in management (recruiting,
training and supervising others), organization
motivation, as well as understanding group
dynamics.
Accomplish meaningful service that
expresses personal and YMCA values by
becoming an important part of a larger effort
to make the community a better place to live
and raise children.
Enhance physical and spiritual well-being.
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Benefits to fundraising
volunteers...
Y
ymca»

* Feel and express the spiritual aspects
of the YMCA.
Actively support and work for YMCA
goals by recruiting new people into the
YMCA fellowship.
» Expanding the sense of "ownership" in
the YMCA, and having fun.
* Build self-confidence and self-worth
working with others on common goals
and shared interests.
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Called to Serve
Max DePree

Discussion

Building Blocks of an Effective
Board of Directors
Y

1.

Board

Members

People of High Caliber
Commitment, Connections, Skills
Motivated and Recruited Correctly
Have and accept a Job Description
Behave as Team, Always bring people together
Understands Community and Needs

2. Committees
The real work of the Board
This is the proving ground for Board leadership
Weak committees = Weak Board
Where Board members make their contributions
Relevant to needs of the community
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Building Blocks of an Effective
Board of Directors
Y

3.

Board

of Directors

Right leader in right spots

mca

Meetings are meaningful
Committees participate more than people
Understand rules that govern behavior

4. The Community
Understands role of YMCA in the community
Understands the needs and strengths
Understands how to get things done
Can affect contributions

EL

——————
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Board YQ Quiz
Y

aA

* The Board of Directors are the

Policy Makers for the YMCA within
the general policies of the
Constitution of the YMCA
USA. True

of the

* The members of the Board of
Directors are also the “Bosses” of

the staff. False
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Board YQ Quiz
* The trend is for a YMCA's Board
composition to more closely
approximate the cross-section the
YMCA'’s service area. Trus
* One of the roles of the Board is to
speak positively about the YMCA
whenever and wherever possible
in the community. Trus
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Beard YQ Quiz
Y
YMCA

= The Board should be comprised only of
the wealthiest and the most influential
persons in the community. Fzaise
A Board member with active
relationships in the YMCA program
should serve on the Board as their
representative, to see that those
programs get a “fair share” in Board
decisions. Faise

Slide 82
Board YQ Quiz
» Each board member should
participate financially in the
success of the YMCA. True
» Use of committees by the Board of
Directors only slows down the
decisions-making process. False
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Board YQ Quiz
Y
YMCA

« A major concem and involvement of
the Board must be the funding of the
YMCA. True
r
* One reason Board rotation is important
is that it structurally helps the YMCA do
its most important first step — change
with changing community needs. True
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Board Committees
+
*
»
»

wea
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Standing committees
Ad Hoc committees
Task forces
Executive committees

Checklist for an Effective
Committee
wea

»
©
«
»
»
»
=

Commission
Chart of work
Committee chair
Meeting agenda
Conduct of meeting
Work of the committee
Recognition
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YMCA
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Committee Commission
What are the functions of the
committee?
What are the duties of individual
committee members?
What is good committee procedure?
What are the responsibilities of a
committee chairman?
Whatis the function of the YMCA staff
in relationship to the committee?

Example of Personal Development Plan
Student Name

Coach

Personal Mission Statement:
A summary statement addressing questions such as, “What do I want out of school, work and
life?” “How do I want to be perceived?” “What do [ want to be?” This statement will provide

the basic direction from which you setblog: and short-term goals.

Short-term Career Goals

2 2 years):

What will you accomplish in
i the next I -2 years?

Where do you seee yourself?

What job will you

What will you accomplish iin the next 33-5 years? Where do you see yourself?

What job will you

have? ‘What impact will you have?

Long-term Career Goals (3-5 years):
have? What impact will you have?

TH, Assess s
“Short-term Development Goals:
‘Review your assessment report and record the competencies you want to leverage/develop in the
short-term.

Strong Competencies to Leverage:

Competencies to Develop:

Planned Learning Activities
Build on Strengths Using 70/20/10 Learning Formula’;

|

Refer to the YMCA Student Leadership Resource Manual for suggested experience-based
learning assignments, key coaching questions, formal training, self-study & valuable tips.

Competency

Experiencebased
Assignments

(70%)

Target |
Dates

Involvement | Target
of Others
(20%)

Formal

Dates | Training&
Self-Study

(10%)

III. Working to Obtain the Following Leadership Certification Level (check one):
OJ Student Leadership Certificate

Target
Dates

