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The California School-Age Consortium

Since 1982, CalSAC has worked to advance the
out-of-school time field through training,
leadership development and advocacy.

We accomplish our mission by:
Fostering Connections
Enhancing Competency
Building Community

All to ensure children and youth are fully
supported to thrive in their communities!

Enriching children by empowering professionals since [982. Catironnia

www.CalSAC.org  consonrium




Goals

Participants will:

» Be introduced to research documenting the
need for leadership development for staff of
color in our field

» Explore frameworks to prepare emerging
leaders for advancement, management
and leadership

« Understand a model for equity-centered
leadership development

Enriching children by empowering professionals since [982. Catironnia
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What brought you here?¢

« Choose a quote that
reflects your Ieodership ﬁ‘*
approach 9
* Share: é
« Name and orgonfzonono

+ Quote and how it reflects
your leadership approach

* Why you chose this session
* 1 min each

Enriching children by empowering professionals since 1982.  exvivonnia
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Our Children and Youth

CHILDREN AND YOUTH IN
PUBLIC K-12 o
70 For the first time, the
overall number of

students of colorin

% the public K-12
Classrooms is

¥ projected to surpass

0 the number of non-

19 Hispanic whites.
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Mational Center for Education Statistics
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Goal for this section:

Participants will be introduced to research documenting the need for
leadership development for staff of color in our field

Data on children and youth

* America's public schools are on the cusp of a new demographic era.

 This school year, for the first time, the overall number of students of color (Latino,
African-American, and Asian) in public K-12 classrooms is projected to surpass
the number of non-Hispanic whites.

+ This mirrors demographic shifts across the nation as a whole

+ The new collective majority of schoolchildren of color is projected to be 50.3
percent this school year (National Center for Education Statistics)

+ This new era has been approaching for more than two decades.

+ The new majority will continue to grow, the same projections show, so that by
2023, the percentage of children and youth of color in school will be 52.1 million
(anincrease from 47.7 million in 2001)




Implications

“The United States must vastly
improve the educational
oufcomes for this new and
diverse majority of American
students, whose success is
inextricably linked fo the well-
being of the nation.”

Center for Public Education

Enriching children by empowering professionals since 1982,  cuiiionnia
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It's a shift that poses a plain imperative for public schools and society at large,
demographers and educators say:

The United States must vastly improve the educational outcomes for this new and
diverse majority of American students, whose success is inextricably linked to the
well-being of the nation.

(Center for Public Education)



Challenges for Education Leaders

« Students living in poverty
=« More who will require English-language instruction

« More whose life experiences will differ from those of
their teachers, who remain overwhelmingly white

Gaps in drop out rates, test scores, HS completion,
and college enfrance exams

Parent/family outreach to POC and older citizens

Addressing issues of equity in curricula and
programming

« Preparing young people to enter workforce

Source: The United Stafes of Education - The chanaging demographics of the United States aond their
schoals, Center for Public Education

Enriching children by empowering professionals since [982. Caiironnia
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The enrollment milestone underscores a host of challenges for educators:

» Students living in poverty
*  More who will require English-language instruction

+ More whose life experiences will differ from those of their teachers, who remain
overwhelmingly white

» Gapsin drop out rates, test scores, HS completion, and college entfrance exams
» Parent/family outreach to POC and older citizens

« Addressing issues of equity in curricula and programming

» Preparing young people to enter workforce

Source: The United States of Education — The changing demographics of the United States
and their schools, Center for Public Education

"We are talking about the kids that we historically have served least well"
Addressing systemic barriers in current social climate for those most in need

And though the projected diverse majority will remain concentrated in major urban areas
and in a handful of historically diverse states such as California, Florida, New York, and
Texas, it is by no means an exclusively big-city or big-state trend.

Many rural and suburban communities—long dominated by white families—have also
diversified racially, ethnically, and socioeconomically, often as a result of immigration from
Mexico and Central America.



The Leadership Gap

NONPROFIT EXECUTIVE Chall 4
DIRECTORS allenges named range

from institutional racism to
cultural barriers to
advancement.

One thread often heard is that
16% staff are not ready fo be
POC successors because they are
ill-prepared with the skills
necessary for advancement,
management, and
leadership.

NONPROFIT LEADERSHIP ALLIANCE

Enriching children by empowering professionals since 1982.  c..,
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According to the Nonprofit Leadership Alliance, only 16% of Executive Directors are POC

Challenges named range from institutional racism to cultural barriers to advancement. One thread
often heard is that staff are not ready to be successors because they are ill-prepared with the skills
necessary for advancement, management, and leadership.

Emerging leaders are hungry for leadership — especially leaders of color
*They aspire to be EDs (10% more people of color than whites)
* At the same time, they feel a greater need to prepare for executive leadership than whites

(Ready to Lead? Next Generation Leaders Speak out, A National Study produced in partnership by
CompassPoint Nonprofit Services, The Annie E. Casey Foundation, they Meyer Foundation and
Idealist.org)

Assumptions:

*Data on nonprofits in US matters because majority of people who access services are people of
color

*Majority of public school teachers are white. Who are the next generation of education leaders?2
e 82% of teachers are white (Center for Am Progress)
|t is important for all children to have educators that reflect the population



Race Matters in Leadership
Challenges

» Extra demands placed on people of
color

» The difficulty in gaining legitimacy
» The need to find and support additional
(younger) leaders of color

Source: Vision for Change: A new Wave of Social Justice Leagdership, Building Movement Project

CalSAC: Enriching children by empowering professionals since 1982,  caiiionnia
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Race matters in leadership challenges young leaders face, and manifest in three
main ways:

+ Extra demands placed on people of color
» The difficulty in gaining legitimacy
* The need to find and support additional (younger) leaders of color

Source: Vision for Change: A new Wave of Social Justice Leadership, Building
Movement Project




Barriers Faced by Emerging Leaders

CalSAC Leadership Development Institule fellowship Opening Refreaf (2014, 2015)

CalSAC: Enriching children by empowering professionals since 1982.
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What stands in the way?
Emerging leaders of color face internal and external barriers

These are words from our 2014 and 2015 Fellows when asked, “What holds you back
as a POC leadere

CalSAC Leadership Development Institute fellowship Opening Refreat (2014, 2015)

New teachers of color name similar challenges of feeling disempowered,
unsupported and silenced

(Source: Change(d) Agents: New Teachers of Color)

ORID:
What do you see?
What do you feel?

What do these emotions mean to you? How would you interpret these
feelingse

What are you taking away?¢

10



The Opportunity in OST

] ] AFTER SCHOOL
The out-of-school time field FRONTLINE STAFF

provides the opportunity to
diversify upper management
and executive level
leadership. LDI can shape
the next generation of
leaders both in the out-of-
school time field and in
California’s broader
workforce. o aparment B0y T

Enriching children by empowering professionals since 1982.  c.., s
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The out-of-school time field provides the opportunity to diversify upper
management and executive level leadership. LDI can shape the next generation of
leaders both in the out-of-school time field and in California’s broader workforce.

To effectively assess social needs, design relevant and culturally appropriate
programs and services, and implement those requires the full inclusion of the
people who have similar experiences and an authentic understanding of
the populations they aim to serve.

11



The Opportunity in OST

[ STRENGTHS J

< -
-~ >

[ THREATS ]

CalSAC: Enriching children by empowering professionals since 1982.  caiiionnia
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The Opportunity in OST
STRENGTHS

Staff are passionate about making an
impact

Meaningful relationships with youth
and peers

Frontline staff are majority POC*
Training ground for teacher pathway
Staff are educated

* 2012 After-5chool Program Survey, conducted by the Califarnia Workforce Innovation
Network [CalWiN), in partnership with the EDD and the California Department of Education

CalSAC: Enriching children by empowering professionals since 1982.  caiiionnia
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Strengths

Staff are passionate about making an impact
Meaningful relationships with youth and peers

Frontline staff are majority POC (* 2012 After-School Program Survey, conducted
by the California Workforce Innovation Network (CalWIN), in partnership with the
EDD and the California Department of Education)

Training ground for teacher pathway
Staff are educated
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The Opportunity in OST
WEAKNESSES

Investment in leadership development is
low (1%*)

Limited resources

PD focused on working with children and

youth

Advancement based on seniority, not on
skill

Limited opportunity to advance
Turnover

*1% of foundation support goes to leadership development in the social sector. Stanford
secigl innovation Review

CalSAC: Enriching children by empowering professionals since 1982, cuiiionnia
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Weaknesses

* Investment in leadership development is low (*1% of foundation support goes to
leadership development in the social sector, Stanford Social Innovation Review)

+ Limited resources; time and development

+ PD focused on working with children and youth, not effectively leading adults
+ Advancement based on seniority, not on skill

* Limited opportunity to advance within the field

* Turnover




The Opportunity in OST

Transferable skills that impacts broader
workforce
Build leadership ladders

Impact on quality programs

Diversify leadership at executive, board
and policy levels

Diversify the teacher pipeline

OPPORTUNITIES

CalSAC: Enriching children by empowering professionals since 1982,  caiiionnia
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Opportunities

Investing in the field with transferable skills impacts broader workforce
Build leadership ladders
Impact on quality programs (diversity, social justice, crating safety)

OST can lead the way in diversifying leadership at executive level, board level,
policymaker level

OST diversify the teacher pipeline

15



The Opportunity in OST

* No - low public support of new
demographic of children and

youth
» Not seen as a profession
« Institutionalized racism

THREATS

CalSAC: Enriching children by empowering professionals since [982.
www.CalSAC.org

---------
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Threats

Public support of new demographic of children and youth
Not seen as a profession
Institutionalized racism

16



STRENGTHS

Staff are passionate about
making an impact

Meaningful relationships with
youth and peers

Frontline staff are majority POC*
Training ground for teacher
pathway

Staff are educated

Transferable skills that impacts
broader workforce

Build leadership ladders

Impact on quality programs
Diversify leadership at executive,
board and policy levels

Diversify the teacher pipeline

OPPORTUNITIES

The Opportunity in OST

WEAKNESSES

No - low public support of new
demographic of children and
youth

Not seen as a profession
Institutionalized racism

THREATS

CalSAC: Enriching children by empowering professionals since [982.

www.CalSAC.org
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What resonates with you?
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Seizing the Opportunity

How do we cultivate
emerging leaders for
advancement,
management and
leadership<e

CalSAC: Enriching children by empowering professionals since |982. Catironnia
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We can't overlook the lack of connection between leaders and the communities
they serve

(both frontline staff, and youth)

We can seize this opportunity to cultivate leadership

What we need to ask is:

What kind of leadership is needed to address the most pressing problems with our
changing population



What kind of leadership is needed....

(_
* Individual: “Leaders know best”

* Instrumental: “You are your job
function”

* Transactional: “Focus on tasks”
» Control: “Do what you're told”

» Dispassionate: “Emotions are
unprofessional”

Dominant

CalSAC: Enriching children by empowering professionals since |982.
www.CalSAC.org

Dominant Model
*Dehumanizes leadership



What kind of leadership is needed....

) ™~
* Restores humanity

& * Interrupts patterns of domination .

* Fosters the ability to imagine, envision
and create new realities as a whole
person

* Leads as a collective, as
collaborative, with compassion,
and connects to social context

A Counter-

Dominant

CalSAC: Enriching children by empowering professionals since 1982.  eavivonnia
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Counter-Dominant Model of Leadership (Equity-centered, multicultural, etc)
*Restores humanity in leadership!



What kind of leadership is needed....

/- Individual: “Leaders know best” & /'Restores humanity k
* Instrumental: “You are your job ¢ Interrupts patterns of
function” domination
 Transactional: “Focus on tasks” || * Fosters the ability to imagine,
« Control: “Do what you're told” envision and create new realities
» Dispassionate: “Emotions are as a whole person
unprofessional” + Leads as a collective, as
collaborative, with
compassion, and connects to
social context

Counter-
Dominant

CalSAC: Enriching children by empowering professionals since |982.
www,CalSAC.org  ous

Dominant vs Counter-Dominant Model of Leadership (Equity-centered,
mulficultural, etc)

*This practice allows us to create the environment to develop leaders who
lead with head, heart, soul and spirit

*We need to model and practice ourselves to foster emerging leaders of
color

*While also developing understanding and ability to “live” counter-
dominant leadership in their work in pursuit of just and equitable programs

What stands out to you about the two approaches to leadership?

21



Self Model

Practicing a Counter Dominant Leadership approach includes knowing
yourself

*What makes you up and informs how you show up in your leadership? For
otherse

*Not just who you are (what you do)
*What are your core values?e

Then, aligning actions with your values

*During interactions, knowing that you carry ideas, feelings about self and
others, and align your actions based on those thoughts, feelings and ideas



Practicing a Counter Dominant
Leadership Approach

y/ What are your core values? \

For whom and what do you have love and
gratitude?

For whom and what do you have
compassion and commitment?

What lies at the heart of your leadership?

CalSAC: Enriching children by empowering professionals since |982. Catironnia
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Practicing a Counter-Dominant Model of Leadership starts with self
*What are your core values?

*For whom and what do you have love and gratitude?

*For whom and what do you have compassion and commitment?
*What lies at the heart of your journey?

Examples of tools, protocols and frameworks (for greater equity) to build
wholeheartedness:

*Designing the Partnership Alliance (handouts)
Storytelling (handouts)

23



What kind of development is needed....

Leadership

» Establishing Direction

* Aligning People

* Motivating and Inspiring

* Produces Dramatic and
Useful Change

MULTIDIMENSIONAL

CalSAC: Enriching children by empowering professionals since 1982.  eauis
www.CalSAC.org  Zanrenvi

Another important framework to addressing the leadership gap is understanding the difference
between management and leadership.

While it is important that emerging leaders in the field develop knowledge and skills in operational
tasks (attendance, budgeting, supervising staff, organizing and implementing curriculum), for them to
be prepared to move in to advanced leadership positions — and be successful in a complex, ever-
changing environment — they need to develop leadership skills as well.

Remember our question:

What kind of leadership is needed to address the most pressing problems with our changing
population

Management - Deals with Complexity

*Planning and Budgeting: Leading a long-term planning process that outlines goals, objectives,
activities and the fimeline for meeting goals.

*Organizing and Staffing: Train employees to effectively meet position expectations.

*Controlling and Problem Solving: Determining targets, building processes and systems for people to
plug in to meet targets and adjust when necessary.

*Produces Predictability, Order, and Key Results

Leadership

*Establishing Direction: Deals with Change: Gathering data and looking for patterns, relationships, and
linkages that may be divergent than the norm.

*Aligning People: Communico’rin? with verbal, visual and other forms to help all stakeholders
understand and accept a vision for change.

*Motivating and Inspiring: Make time to celebrate and reward successes and accomplishments.
*Produces Dramatic Change and Useful Change

It's multidimensional

24



“At the heart of transformative social change
is the intimate connection between the
outer work of strategizing, organizing, and
campaigning, and the inner work of who we
are as human beings.”

Robert Gass, What is transformation?

CalSAC: Enriching children by empowering professionals since |982. Catironnia

www.CalSAC.org  consonrium
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The Leadership Development Institute

Toincrease the leadership capacity of out-
of-school time and early learning fields to

create more responsive progro'mmfng, polfcfes
and services

that reflect the racial, ethnic and cultural
diversity of California.

Enriching children by empowering professionals since [982.
www.CalSAC.org

The LDl is an intensive year long cohort-based program for emerging leaders of
color in afterschool, school-age child care, early learning and summer enrichment.
Using a multicultural leadership framework, the LDI will equip coordinator to director
level professionals with an aspiration for advanced leadership in the field with skills
in management and leadership.

However, the Institute will go beyond traditional skill building aspects. A
foundational component of this project is how power, privilege and oppression
manifest itself in the field. Often leaders of color are aware of these concepts and
many can point to specific experiences combating these issues, but communal
spaces to reflect, strategize, and plan are rare. The Leadership Development
Institute will build on these unique experiences and enable fellows to explore the
issues and uncover healthy ways to challenge, navigate, and flourish in spite of the
realities of power, privilege, and oppression.

Visit www.calsac.org/projects/leadership _Idi
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THEORY OF CHANGE
To create more reflective leadership and responsive programs and
policiesfor preschool, summer, and the out-of-school time fields

EQUITY-CENTERED LEADERS COMMITTEDTO
THE FIELD, COMMUNITY AND SOCIETY
(Reflective, Passionate, and Authentic)

MODELFOR PART OF A

Build Knowledge, Skills, & Capacity

Leadership Management

Power, Privilege &
Oppression

Cohort Model to Foster Community

Applicant Pool of Emerging Leaders of Color

Enriching children by empowering professionals since 1982. e
www.CalSAC.org 2ot

The strategy for the program was determined through a theory of change process
conducted with a planning committee consisting of partner organizations with
guidance from the funders. The program was designed to build knowledge, skill
and capacity in effective leadership and management within a context of the
realities of power, privilege, and oppression with the intention of creating leaders
who are a model for others, connected to a network and marketable within the
field. These equity-centered leaders, committed to the field, the community and
society would be reflective, passionate and authentic in their leadership and
management. As a result, these leaders would be equipped to create more
responsive programs and policies for preschool, summer and the out-of-school fime
fields.

Visit www.calsac.org/projects/leadership Idi
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LDI Project Components

Opening

Retreat Monthly
Meetings and
Assignments

Leadership
Development
Plans

Closing
Celebration

Portfolio
Development &
Presentations

Enriching children by empowering professionals since 1982.  exvivonnia
www.CalSAC.org  concarrinn

Opening Retreat — fo foster community and reflect on equity, diversity and
oppression

Development of Leadership Plans — to enable fellows to customize their program
experience and maximize impact

Monthly meetings and assignments — to build knowledge skills and capacity

Portfolio development and presentation — to capture impact and accomplishments
through usable tools and experience

Closing Celebration — to honor the Fellows and recognize the contributors who
made the project possible

Visit www.calsac.org/projects/leadership_Idi

28



LDI Content Topics

Self Reflection

Peer Coaching
Sessions and Peer
Consultancy
Protocols

Power, Privilege
and Oppression

Strength Based
Leadership

Management vs
Leadership

Movement
Building

Authentic
Leadership

Performance
Management
Frameworks and
Supervision

Adaptive
Leadership

Coaching

Leadership
Development
Planning

Dual Bottom Line
Matrix Mapping

Enriching children by empowering professionals since [982.
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LDI Content Topics

Self Reflection

Purpose: Done throughout the fellowship to support the personal and interpersonal exploration of self

Strength-Based Leadership

Purpose: To understand how to utilize strengths-based leadership principles and practices to further develop in leading self, others, teams, community, a movement

Avuthentic Leadership

Purpose: To understand a framework for leadership, discover authentic self, and identify strategies to cultivate and grow in authentic leadership

Coaching

Purpose: To understand a coaching process that supports individuals to make more conscience decisions, build off their strengths and internal resources and take new action

Peer C

and Peer C: A

Purpose: To practice coaching and providing support to peers in resolving dilemma/s and fo receive coaching and support on real time challenges

Management vs Leadership

Purpose: To understand how actions differ between managers and leaders and assess own management or leadership behavior within current position

P F

and Supervision

Purpose: To identify stages in a performance management framework to guide the development of staff and assess own triggers and potential pitfalls in supervising staff

Leadership Development Planning

Purpose: To customize individual experience of fellowship through concrete deliverables, including personal, organizational, and client goals

Power, Privilege and Oppression

Purpose: To increase knowledge and understanding of the impact of power, privilege and oppression in leadership and experience of young people

Movement Building

Purpose: To understand and experience movement building strategies, including advocacy, to influence change within organization and community

Adaptive Leadership

Purpose: To understand the difference between change and transition, and technical and adaptive challenges, and determine effective strategies of mobilizing people to thrive

Dual Bottom Line Matrix Mapping

Purpose: To understand dual bottom line matrix mapping in relation to organizational sustainability and identify shifts in strategy formation to respond to organizational needs

Dosage:

15 days total at approximately 8 hours per day (120 hours total)

Cost (fo Fellow):

Sliding scale of $100-800 based on organization annual operating budget
Estimated value per Fellow:

$6,000, covered by grants and earned income

Visit www.calsac.org/projects/leadershi

29



INCREASED LEADERSHIP AND MANAGEMENT KNOWLEDGE, SKILL AND ABILITIES

— EEmm 2%
é Systems Change

reported an
increase in ability
to determine

Strategic Thinking
“[I] have developed the skills and understanding
of strong organizational culture that could help
me as a visionory, big-picture thinker for o
program.”

organizational
growth

“{LDV] helped me grow through having
deep discussions about structures and
systems.”

100%

Adaptive Leadership

“[I've] begun looking at experiences in
my life, work and community through a
social justice and equity lens.”

.
4

g

development in these areas
Confidence
“V'm] a more confident Michael Funk,
leader and efficient Director of the
communicator.” €A Department
Educa

“[] realize that | do have :I’"" m::';
the skills necessary to lead ‘Division;
an organization.” recognizing
“lit] allowed time to reflect [ ?:‘::;;::i;e
anfere] ctme fom 8of 13 Fellaws said LDI hod § 2012
What at first was shame : - FRecognition
turned in to pride.” extensive impact L

‘on their confidence \

CaISAC: Enriching Chikdren by Empewening Professionals since 1962 |
i CRIGAC o

Visit www.calsac.org/projects/leadership_Idi
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1

.

= ' 1lo ip has
‘pushed me to tap into
strengths within myself that

I would not have otherwise
experienced."

-2014 LDI Fellow

Enriching children by empowering professionals since [982.

----------
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Visit www.calsac.org/projects/leadership Idi




A Lasting Impact

« Selected for Board of Directors positions or other
decision-making committees

« Accepted into graduate program, Harvard
Graduate School of Education Ed.L.D. Program

« Voiced need to address organizafional issues of
equity — subcommittee formed

« Modified internal hiring practices
« Successfully advocated for salary increase

« Promoted internally or position in new
organization

Enriching children by empowering professionals since 1982. e s
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Visit www.calsac.org/projects/leadership_Idi




Why did you participate!

What did you gain?

“One of the things that's taken
for granted is how to work
with people.A lot of the folks
we want to develop are people

“I'm starting to challenge the
politics and ways we've done
things, to push boundaries. |

of color. | really wanted to
identify systems and structures
to help address challenges, and
not replicate problems.”

think the organization is
benefiting, even if they're being
challenged by it.”

How did LDI impact how you work?

“l had a staff member who went through LDI, as well. We kept
talking about how we would bring up power and privilege at
work.We realized that in order for us to elevate the

conversation, we had to model our own expectations. That's
the harsh reality — we had to have the skills and behaviors that
we expected.”

Enriching children by empowering professionals since 1982.  caiiionnia
www.CalSAC.org  Eonsanriun

Visit www.calsac.org/projects/leadership_Idi
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3-Day Leadership Intensive

Community Building &
Strength-Based

Leadership, Management, | Coaching, Leader Clinic

Leadership Supervision and Coaching | and Leadership Flanning

Peer Coaching with

Creating Community Authentic Leadership Feedback

Context Setting: Ready

to Lead? article Management vs Leadership Leader Clinic

Leadership Journey Supervision and Your
Storytelling Triggers Leader of the Year!
Strength-Based . ) )
Leadership Coaching Leadership Planning
Peer Coaching Sessions

Dosage: 2] hours

Cost: $315 includes materials, meals
(travel scholarships available cn case by case basis) ‘

Enriching children by empowering professionals since 1982,  cxiironnis
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Other ways we are developing leadership:

3-Day Leadership Intensive Retreat

+ Day 1 - Community Building & Strength-Based Leadership

+ Day 2 - Leadership, Management, Supervision and Coaching
+ Day 3 - Coaching, Leader Clinic and Leadership Planning

Dosage: 21 hours
Cost: $315 includes materials, meals

(tfravel scholarships available on case by case basis)

Visit www.calsac.org/projects/leadership_intensive




Enriching children by empowering professionals since [982.
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Leveraging our Leadership Work:
LDI1 360/365

To deepen the knowledge, skill and abilities of site
coordinator and supervisory level staff to lead
and manage effective programs that build the
character of staff and students.

The focus on character aligns with our desire to foster a
value driven field that is rooted in €quity
and social justice, and one that unifies
professionals in the field with a collective
image of integrity.

360" Expanded Learning 360°/365
340 eqmmint oy q
Z [3. 21 JE EGHTEL JR Enriching children by empowering professionals since 1982.  cuuivonnia

NDATION
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What did you learn and what are
you taking away?

5o @

*

CalSAC: Enriching children by empowering professionals for over 25 years.
www.CalSAC.org

----------
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Thank You for joining us for
Developing Leaders
that Reflect our Children and Youth!

Your feedback is appreciated!

T N
T, Gl
LTI A ’“5%%31

Connect with us online at:
www.cdlsac.org

Continue the
conversationat  facebook.com/myCdISAC
our Inspiration twitter.com/CalSAC ‘
Station!
Thursday, 2:45-3:30pm Enriching children by empowering professionals since 1982,  ciiiiannia
{Station D) www.CalSAC.org  Ss22800

Connect with us online at:
www.calsac.org
facebook.com/myCalSAC
twitter.com/CalSAC




®
Leadership Development Institute Fellowship Content | 2015 'N

CALIFORNIA
ScHooiL-AGE
ConsorTium

Areas of Exploration and Development

Self Reflection

Purpose: Done throughout the fellowship to support the
personal and interpersonal exploration of self

Sources: GameStorming,
LeaderSpring, CompassPoint, CalSAC

Strength-Based

Purpose: To understand how to utilize strengths-based
leadership principles and practices to further develop in

Sources: Gallup/D. Clifton, Core

Leadership . . Clarity, CompassPoint
leading self, others, teams, community, a movement
. Purpose: To understand a framework for leadership, Sources: Discovering Your Authentic
Authentic . . . . . . . .
. discover authentic self, and identify strategies to cultivate Leadership (B. George, P. Sims, A.
Leadership . . .
and grow in authentic leadership McLean, D. Mayer)
Purpose: To understand a coaching process that supports i;:;;ejrfzzzh[;ijgf L];C;:/;V/Zrlfnmfl t
Coaching individuals to make more conscious decisions, build off g ’ ping

their strengths and internal resources and take new action

People to Achieve Your Mission (J.
Wilson)

Peer Coaching
Sessions and Peer
Consultancy
Protocols

Purpose: To practice coaching and providing support to
peers in resolving dilemma/s and to receive coaching and
support on real time challenges

Sources: Bay Area Coalition for
Equitable Schools, LeaderSpring

Management vs

Purpose: To understand how actions differ between
managers and leaders and assess own management or

Sources: What Leaders Really Do and
A Force for Change: How Leadership

Leadershi . . o - .
P leadership behavior within current position Differs from Management (J. Kotter)

Performance . . .
Purpose: To identify stages in a performance management .

Management . Sources: Management Assistance
framework to guide the development of staff and assess .

Frameworks and . L . . Group, CompassPoint

. . own triggers and potential pitfalls in supervising staff

Supervision

Leadership Purpose: To customize individual experience of fellowship

Development through concrete deliverables, including personal, Sources: CompassPoint

Planning organizational, and client goals

Power, Privilege
and Oppression

Purpose: To increase knowledge and understanding of the
impact of power, privilege and oppression in leadership
and experience of young people

Sources: CompassPoint,

LeaderSpring, Doing Psychology
Critically: Making a Difference in
Diverse Settings (. Prilleltensky)

Movement Building

Purpose: To understand and experience movement
building strategies, including advocacy, to influence
change within organization and community

Sources: Movement Strategy Center,
Tamarack: An Institute for
Community Engagement,
participation in the 2015 CalSAC
Afterschool Challenge

Adaptive
Leadership

Purpose: To understand the difference between change
and transition, and technical and adaptive challenges, and
determine effective strategies of mobilizing people to
thrive

Sources: The Practice of Adaptive
Leadership: Tools and Tactics for
Changing Your Organization and the
World (R. Heifetz), Leadership in a
Permanent Crisis (R. Heifetz, A.
Grashow, M. Linksy)

Dual Bottom Line
Matrix Mapping

Purpose: To understand dual bottom line matrix mapping
in relation to organizational sustainability and identify
shifts in strategy formation to respond to organizational
needs

Sources: Nonprofit Sustainability:
Making Strategic Decisions for
Financial Viability (). Bell)

Dosage:

15 days total at approximately 8 hours per day (120 hours total)

Cost (to Fellow):

budget

Sliding scale of $100-800 based on organization annual operating

Estimated value per Fellow:

56,000, covered by grants and earned income

California School-Age Consortium

1440 Broadway, Suite 501 ~ Oakland, CA 94612 Ph: 510.444.4622 Fax: 510.444.4623 www.CalSAC.org
Enriching children by empowering professionals since 1982.



3-Day Leadership Intensive Retreat Program Content | 2015 K

Goal and Objectives of CalSAC’s Leadership Intensive

At the end of the Leadership Intensive, participants will have:

K Deepened their understanding of leadership and management concepts
K Gained skills and strategies in effective leadership and management
K Begun a leadership development plan to ensure application of skills, strategies and knowledge gained
K Built a community and network of support with peers in the field

Day 1: Day 2: DEVACH
Community Building & Strength- Leadership, Management, Coaching, Leader Clinic and

Based Leadership Supervision and Coaching Leadership Planning
Creating Community Authentic Leadership Peer Coaching with Feedback
— 5
COI"lteXt Setting: Ready to Lead Management vs Leadership Leader Clinic
article
Leadership Journey Storytelling Supervision and Your Triggers Leader of the Year!
Strength-Based Leadership Coaching Leadership Planning
Peer Coaching Sessions

Dosage: 21 hours
Cost (to participant): S315 includes materials, meals (travel scholarships available on case by case basis)

"This retreat is beyond skill building. It demands you get out of your comfort zone and fully try on new ideas and
perspectives. And the joy and camaraderie of networking with other folks is immeasurable."
-Participant, October 2014

“This will really excel and propel you to grow in your leadership skills. Because of the exercises, you cannot help
but implement and utilize what you learn through this process.”
-Participant, February 2015

To date: Upcoming: . . 1"
October 2014: June 4-6, 2015: Oakland Contact us for more information!!
26 participants June 18-20, 2015: El Monte Visit us at www.calsac.or
4 waitlist e
February 2015: October 1-4, 2015* Aleah Rosario
26 participants October 15-18, 2015* arosario@calsac.org
6 waitlist November 5-8, 2015* 510-444-4622 x102
*Location TBD
Total participants: 52 Estimated: 130 \

California School-Age Consortium
1440 Broadway, Suite 501 ~ Oakland, CA 94612 Ph: 510.444.4622 Fax: 510.444.4623 www.CalSAC.org
Enriching children by empowering professionals since 1982.



CalSAC Leadership Development Institute

Cohort-based fellowship for emerging leaders of color

LDI enables fellows to explore issues
and uncover healthy ways to
challenge, navigate, and flourish in
leadership roles in spite of the realities
of power, privilege and oppression.

The Need and Opportunity

While frontline staff reflect the diversity of the young

people they serve, often senior staff, executive directors,
and board members do not.

NONPROFIT EXECUTIVE
DIRECTORS

Possible reasons range from
institutional racism to cultural
barriers to advancement. One
thread often heard is that frontline
staff are not ready to be successors
because they are ill-prepared with
the skills necessary for
advancement, management, and
leadership.

Nonprofit Leadership Alliance

AFTER SCHOOL
FRONTLINE STAFF

The out-of-school time field provides
the opportunity to diversify upper
management and executive level
leadership. LDI can shape the next
generation of leaders both in the
out-of-school time field and in

California’s broader workforce.
California Employment
Development Department (EDD)*

2015 LDI Fellows
Jamilah Barnes, Boys and Girls Club of Stanislaus
County
Mark Bayaua, California Educational Centers, Inc.
Erika Chambers, Collective Impact
Chrystal Ellis, Growth and Learning Opportunities
Alexandra Garcia, arc
Eva Gutierrez, Girls Inc. of Alameda County
Cynthia Renteria, Child Care Resource Center
LaTricia Scott, Compton Unified School District
Lia Shepherd, EImhurst Community Prep, Oakland USD
Katina Smith, Bay Area Community Resources
Maria Wren, SMaRT Education

2014 LDI Fellows

Kourtney Andrada, Girls Inc. of Alameda County
Raechelle Bowlay-Sutton, San Luis Obispo County Child
Care Planning Council

Araceli Corral, Modesto City Schools

Christen Gray, Bay Area Community Resources

Tauvia Harrigan, Gonzalez Unified School District;
formerly Greenfield Union School District

Kimberley Johnson, California Child Care Resource and
Referral Network

Phung Lai, Alternatives in Action High School; formerly
Office of Kern County Superintendent of Schools

Rena Payan, Outdoor Educators Institute; formerly
Richmond Village Beacon

Maria Rodriguez, Building Futures Now

Savyna Trice, Environmental Alternatives Foster Family
Agency; formerly THINK Together

Tisho Ward, Mission Oaks Recreation & Park District

2012 LDI Fellows
Tracey Black, City of Oakland, Department of Human
Services
Jennifer Der, City of Daly City Library and Recreation
Services
Michael Figueroa, Ed. L.D. Candidate, Harvard
University; formerly Office of Kern County
Superintendent of Schools
Beiling Gonzalez, Holy Family Day Home
Andre lke, Loma Linda University Hospital; formerly
Alta Loma School District
Julpha Maniquis-Dormitorio, Newport-Mesa
USD/Project Success
Jerri Keyes, The Conservation Corps of Long Beach
Sara Reyes, Catholic Charities of Santa Clara County
Aleah Rosario, CalSAC; formerly Riverbank Unified
School District, Consult4Kids
Cecilia Terrazas, RYSE Center
Jovon Torres, San Juan Unified School District
Chris Tsukida, Richmond District Neighborhood Center
Frances Vasquez, arc

* 2012 After-School Program Survey, conducted by the California Workforce Innovation Network (CalWIN), in partnership with the EDD and the California Department of Education .

CalSAC:Enriching Children by Empowering Professionals since 1982.

www.CalSAC.org



What makes LDI unique?

e LDl is the only leadership development program
designed for emerging leaders of color inthe  out-
of-school time and early learning fields. Or

e LDl uses a multicultural leadership framework to
equip Fellows with the management and leadership
skills needed to address the myriad of challenges
faced by systems of power, privilege and oppression.

e LDl is a cohort-based program that engages a wide

variety of culturally diverse leaders with an array of = . - ’
. . . Michael Funk, Director of the CA Department of Education After School
éxperience from across California. Division, recognizing Chris Tsukida at the 2012 Recognition Ceremony.

e LDl builds the capacity of leaders of color to
respond to the diverse needs of staff and organizations, coupled with ongoing coaching and technical
assistance.

e LDl was designed in partnership with \r LeaderSpring, a nonprofit that works with leaders and
organizations to transform the systems in which they work, with funding from the David and Lucile
Packard Foundation, W. Clement & Jessie V. Stone Foundation, Stuart Foundation and SF Foundation.

What does LDI provide?

e Knowledge of professional opportunities and challenges in the
out-of-school time and early education fields.

e A support network of leaders who face similar challenges and are Monthly

equipped with the coaching skills to support peers. Meetings and
Assignments

e Increased knowledge of leadership concepts such as strength-based and
adaptive leadership, as well as an understanding of management,
supervision, and coaching.

e A year-long learning cohort that engages in monthly meetings and Portfolio
assignments. Fellows build leadership plans to guide the development D:r‘::’:::::‘
process that culminates with a portfolio presentation and recognition from leadership
within the field.

What is the impact?

e Leaders with a stronger skill set and deeper
commitment to their work in the field.

“Whilel do not propose to be a perfect
leader, my understanding of myself as
one has changed the way | am at
e Leaders who are equipped to create more responsive work, and in my community.”**

programs and policies for out-of-school time and early
education fields.

e Leaders with an increased awareness of the interplay
between power, oppression and leadership.

**As reported by a Fellow in a post-program survey.

Enriching children by empowering professionals since 1982
www.CalSAC.org



CalSAC Leadership Development Institute
Impact and Insights from the 2012 Fellows

Left to right:
Tracey Black, City of Oakland,
Department of Human Services

Jennifer Der, City of Daly City
Library and Recreation Services

In 2011, CalSAC launched the first ever statewide
Leadership Development Institute for emerging
leaders of color working in out-of-school time and
early learning fields. Thirteen professionals
completed the fellowship in October 2012 —
becoming the inaugural cohort of LDI Fellows.

This document highlights their experiences as
reported in surveys collected.

~N

Michael Figueroa, £d. L.D.
candidate, Harvard University
(formerly Office of Kern County
Superintendent of Schools)

Beiling Gonzalez, Holy Family
Day Home

Andre lke, Loma Linda University
. Hospital (formerly Alta Loma School
District)

o % Julpha Maniquis-Dormitorio,
o a5 Newport-Mesa USD/Project Success
| Jerri Keyes, The Conservation

“LDI helped me see
leadership as a viable
path to improving my
community and of Fellows _ Corps of Long Beach
fOl’ my program ” ‘ | Santa Clara County
now more ' Aleah Rosario, CalSAC (formerly
committed = Riverbank Unified School
o District/Consult 4 Kids)
to Cecilia Terrazas, RYSE Center
leadershlp A Jovon Torres, San Juan Unified
in the field School District
Chris Tsukida, Richmond District
Neighborhood Center

Frances Vasquez, arc

Who are the 2012 Fellows...

erdinators of Fellows say they
s - o can better
M articulate how
anagers power and

Directors = _
privilege impact

one’s leadership

“This has been life changing. |
feel like a light has gone off for

me in a way that hadn’t

"eschooy

Q
before.”

Ages of youth served by Fellows’
organizations

Northern:5
Central: 2
Southern:4

Y
Oung adults -.

CalSAC: Enriching Children by Empowering Professionals since 1982
www.CalSAC.org




INCREASED LEADERSHIP AND MANAGEMENT KNOWLEDGE, SKILL AND ABILITIES

reported an Strategic Thinking
increase in ability “[1] have developed the skills and
to determine understanding of strong organizational culture
that could help me as a visionary, big-picture

strategies for thinker for a program.”

organizational
growth

over ability prior to LDI

Strength-based Leadership
¢ ¢ Systems Change )

“[LDI] helped me grow through having

deep discussions about structures and Adaptive Leadership I m%

systems.”

“[I’'ve] begun looking at experiences in
my life, work and community through Dual Bottom Line /
a social justice and equity lens.” / Matrix Mapping

Percentage of Fellows that reported LDI provided some to extensive

/ . \ skill development in these areas
Confidence

“[I’'m] a more confident . . Michael Funk,
leader and efficient n n Director of the
communicator.” A A CA Department
of Education

“[l] realize that | do have . . f

: After School
the skills necessary to lead n n Division
an organization.” . . recognizing
“[It] allowed time to - - Felloyv Chris
reflect on where | came 8 of 13 Fellows said LDI had Z;;I;:da L]
from. What at first was - - s
shame turned in to pride.” extens!ve ‘.mpact 1 Recognition

on their confidence Ceremony.

CalSAC: Enriching Children by Empowering Professionals since 1982 {
www.CalSAC.org




