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ABSTRACT 

This exploratory study investigated the long-term learning resulting from participation in 

a LeaderShape program.  The research examined LeaderShape graduates‘ current practices and 

definitions of leadership to see if they remain consistent with the program‘s learning goals.  

Graduates with five or more years since attendance were studied to provide a separation of time 

for the social experience to dissipate and to allow for possible application of the material beyond 

a collegiate setting.  An electronic survey was distributed to 1,399 LeaderShape graduates who 

attended a national session between 1986 and 2004, resulting in 207 (14.8%) responses.   

Quantitative questions were analyzed utilizing SPSS and four open-text questions were 

thematically coded and analyzed. The quantitative questions resulted in strong responses, with 17 

of the 21 scaled questions with over 90% positive results.  The data show that LeaderShape 

continues to be a meaningful experience for the respondents and they continue to identify 

abilities and behaviors consistent with the LeaderShape outcomes.  The qualitative results 

demonstrated strong social connections facilitated by the environment and atmosphere, personal 

effects regarding values and leadership style, and continuing memory of specific curricular 

components most often due to emotional or personal affect.   

Based upon the data, LeaderShape could be characterized as an emotionally charged, 

positive growth experience that develops a lasting effect on program graduates by developing 

strong connections, enhancing personal values, and developing a commitment for leaders to 

influence positive change.  The research demonstrates that program graduates identify, apply, 
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and retain curricular components that enhance their personal development years after attendance 

with an adequate amount of time for discussion, reflection, and social interaction at the 

experience.   
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CHAPTER 1 

 

INTRODUCTION 

The number of programs focused on developing the leadership skills of college-age 

students has increased significantly since the mid-1980s (Dean, 2006; Dugan & Komives, 2007; 

Freeman, Knott, & Schwartz, 1996).  However, the research and assessment of these programs 

has either remained unreported or not completed (Scott, 2004).  Furthermore, the assessment that 

is being completed focuses on program evaluation or, in more recent years, on the short-term 

learning outcomes of the participating students (Reinelt, Foster, & Sullivan, 2002).  No 

documented research exists tracking the long-term effects of former students who participated in 

a leadership program.   

Likewise, former student participants rarely speak of their college experiences with 

respect to how they may have shaped who they are or how those experiences influence their 

attitudes or behaviors.  Larry Page (2009), co-founder of Google, had the opportunity to deliver 

the May 2009 commencement address at the University of Michigan in which he spoke directly 

of his experience with a campus-based session of LeaderShape at Michigan. In his address, Page 

specifically stated the LeaderShape mission and described the outcomes of the program with 

respect to influencing his career.  This example documents that the LeaderShape program had a 

lasting impact on at least one program graduate, in developing significant memories as well as 

http://www.youtube.com/watch?v=qFb2rvmrahc
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the content shaping an individual‘s future.  The question remains whether this is a singular 

occurrence or if other participants report similar results. 

Do we know if the leadership programs and efforts occurring across the country have a 

lasting influence on the students who participate? Do these former students demonstrate the 

skills, values, and outcomes the program espoused? This research addresses this void by 

following up with LeaderShape graduates who participated in the program five or more years 

prior to the study. 

The focus of this dissertation is LeaderShape, Inc., which is a not-for-profit organization 

with the goal of developing 18-24 year old college students to lead with integrity.  One of the 

explicit outcomes of the LeaderShape curriculum is ―to increase [the students‘] commitment to 

acting consistently with core ethical values, personal values, and convictions‖ (LeaderShape, 

2008b, para. 5).  National sessions of LeaderShape were selected as the focus of the study due to 

the longevity of the program, the diversity of participants in terms of institution types, 

involvement experiences, and personal characteristics that could not be replicated with other 

more specific external or campus-based leadership programs. 

Statement of Problem 

The problem of interest for this exploratory study was the long-term effect of attending a 

leadership program, specifically a LeaderShape program.  After attending an intensive leadership 

program, students experience short-term learning called a ―halo effect‖ (Darby, 2007; Feeley, 

2002) attributed to the personal and reflective nature of the content and to the intensive social 

aspects of the experience.  Students should also experience long term learning and should retain 

a general understanding of the program‘s purpose years after attending even if they are unable to 

remember the specifics of the curriculum‘s content.  This study investigated the long term 
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learning resulting from participation in a LeaderShape program by examining LeaderShape 

graduates‘ current practices and definitions of leadership to see if they are consistent with the 

program‘s learning goals.   

Research Questions 

For the purpose of the study, the primary research question is: Do program graduates 

apply leadership principles presented at a LeaderShape institute five or more years after 

attending? Five additional questions guided the study. 

1. Do program graduates retain memories of the LeaderShape experience that influence 

their current leadership style or practices?  

2. To what degree do program graduates identify LeaderShape as influencing their 

leadership style or practices? 

3. To what degree are current opinions or practices of graduates consistent with 

LeaderShape‘s outcomes or goals? 

4. Does the current definition of leadership for program graduates reflect the definition 

utilized by LeaderShape?   

5. As a measure of integrity, do program graduates identify a high rate of congruent 

behavior between their values and their daily actions or activities? 

Significance of Study 

Leadership programs for college students—LeaderShape is one among many—vary in 

content delivery, curriculum, and sponsoring agency.  Typically, little research is completed 

beyond the short-term program evaluation stage.  Considering the significant resources in time 

and money expended on leadership programs, the long-term retention and application of program 

outcomes remains largely unevaluated. 
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The results of this study are intended to provide insight into long-term behavioral effects 

of student participants after attending a character-based program, however these results may only 

apply to the participants for the program studied.  The findings may not be generalized to other 

leadership programs or even to other LeaderShape programs. 

Definition of Terms 

This study utilizes specific terminology, making it necessary to clarify the working 

definitions used here.   

LeaderShape, Inc.  This refers to the non-profit organization that coordinates the 

curriculum and corresponding institutes that are collectively called LeaderShape.  The Institute 

was originally developed in 1986 by the Alpha Tau Omega Fraternity and became an 

independent non-profit organization in 1988 (LeaderShape, 2002). 

LeaderShape Curriculum.   The six-day institute intentionally layers the activities and 

discussions throughout the program, leading toward the ―end-result of a Breathrough Blueprint, 

which serves as a commitment to action back home‖ (LeaderShape, 2002, Curriculum Section,  

p. 1).  The first day sets the tone by developing the community for the living-learning 

experience.  Day two, titled ―The Value of One, The Power of All‖ (LeaderShape, 2002, 

Curriculum Section, p. 6) focuses on individual skills in the context of community with outdoor 

team-building initiatives focused on developing trust and problem-solving.  In addition 

participants complete an individual leadership inventory (LeaderShape, 2002).  On the third day, 

―Challenging What Is, Looking to What Could Be‖ (LeaderShape, 2002, Curriculum Section, p. 

6), the participant begins to formulate their vision and concludes listening to a panel of guest 

leaders.  The fourth day includes a discussion of the elements necessary to make the student‘s 

vision a reality through relationships, stretch goals, and action steps, and then the day culminates 
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with the StarPower simulation exercise (LeaderShape, 2002).  The theme ―Living and Leading 

with Integrity‖ is the central point for day five, focusing on ―core ethical values, thoughtful 

decisions, and courage‖ (LeaderShape, 2002, Curriculum Section, p. 7), in addition to providing 

an opportunity for participants to discuss and share ―burning issues‖ (LeaderShape, 2002, 

Curriculum Section, p. 7).  Day six, the last day of the institute, titled ―Staying in Action‖ 

(LeaderShape, 2002, Curriculum Section, p. 7) sends the students home after a charge to 

implement their visions and to live and lead with integrity.   

Family Cluster.  The Family Cluster is the small group of 10-14 participants, led by a 

trained cluster facilitator, which serves as a support system throughout the institute 

(LeaderShape, 2002).   

Allerton.  The Allerton Park and Retreat facility in Monticello, Illinois, is the location of 

the national sessions of LeaderShape for the group studied.  The facility is rented by 

LeaderShape, Inc. and operated by the University of Illinois at Urbana-Champaign (Allerton 

Park and Retreat Center, 2010).  The facility consists of 1,500 acres with hiking trails, formal 

gardens, outdoor sculptures, the main mansion, and several additional buildings at the secluded 

location (Allerton Park and Retreat Center, 2010).   

Short-term effects.  These are the program participant leadership education and social 

outcome effects that are measured at the end of a one-week session and six months following 

attending a LeaderShape session.  LeaderShape systematically measures the short-term effects 

through regular program evaluation. 

Long-term effects.  These are the program participant leadership education and social 

outcome effects that are measured beyond the six-month short-term effects.  In this study long-

term effects are defined as those occurring at least five years after participating in the program.   
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Vision.  This is the plan for change a LeaderShape participant develops during the week-

long Institute that is intended to be implemented following the participant‘s return to his or her 

community.  The Vision contains a description of an ideal state that the participant is passionate 

about at the time of his or her participation with detailed stretch goals, action steps, and key 

relationships to help make progress toward the ideal.  LeaderShape defines a vision as a 

―commitment from the heart and is inspired by having a healthy disregard for the impossible‖ 

(LeaderShape, 2002, General Information Section, p. 1).   

Stretch goals.  LeaderShape defines these as ―vision driven, measurable, and big and 

bold‖ benchmarks (LeaderShape, 2002, pp. 99-100).  Stretch goals support the overall Vision as 

subunits advancing toward the ideal, yet are ―almost impossible‖ to achieve, meaning that they 

may take time and effort to be completed instead of a goal that can be easily accomplished. 

Leadership.  This is defined by LeaderShape as:  

Living in a state of possibility, making a commitment to a vision, developing 

relationships to move the vision into action, and sustaining a high level of integrity.  

Effective leadership takes place in the context of a supportive community and results in 

positive change. (LeaderShape, 2002, General Information Section, p. 1) 

LeaderShape Institute.  This is the six-day leadership development workshop.  

LeaderShape, Inc. coordinates national sessions of the LeaderShape Institute at the Allerton 

Conference Center in Illinois, as well as campus-based sessions around the nation.  In 2009, 

LeaderShape, Inc. coordinated seven national sessions and 62 campus-based or organization 

specific institutes (LeaderShape, 2010).  Although LeaderShape, Inc. coordinates different types 

of programs directed toward college students, this study focuses on national sessions, which are 

collectively referenced in this research as the Institute. 
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Limitations 

The primary limitation of this study is the focus specifically on LeaderShape Institute 

national program participants.  Several other character development programs exist for college 

students using different delivery methods and having varied sponsoring organizations, content, 

and curricula.  Consequently, the results of this study are limited to generalizing about the long-

term effects of participating in national LeaderShape Institutes. 

A second limitation is the effects of other leadership development programs or training 

experiences that participants may have completed which could possibly have influenced their 

perceptions of leadership and leadership behaviors.  Students are often selected to attend a 

LeaderShape session by either their undergraduate institutions or organizations with which they 

are affiliated based upon a leadership position or the foreseeable potential for holding a position 

in the future.  Before attending the Institute, and during the five years after attending the Institute 

other personal, professional, or leadership education experiences are likely to have occurred.  

While it is assumed that the distribution of other leadership education experiences is random 

within the study sample, the effects of other educational experiences cannot be ignored.  Thus 

the study may not measure the unique LeaderShape experience, but a cumulative memory of 

leadership experiences.  To account for this limitation the outcomes of interest are framed within 

the learning outcome goals of LeaderShape. 

The instrument for the study may serve as a reminder of the LeaderShape program, 

suggesting that the survey itself may influence the data by resurrecting memories.  Questions 

were developed taking this instrument bias into consideration.  
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CHAPTER 2 

LITERATURE REVIEW 

The mission, purpose, and curriculum of LeaderShape and its institutes focus on 

developing a participant‘s leadership and implementing a vision of change in his or her 

community with integrity and awareness of personal values (LeaderShape, n.d.).  This element of 

values exploration with an expectation to continue to act with integrity following the program 

defines LeaderShape as a character development program embedded in a leadership program.  

Thus, it is necessary to explore character education and leadership education programs, as well 

as individual learning and retention models as facets to thoroughly understand the background of 

this research study.  It is my premise that character development is a necessary element of 

contemporary leadership education programs; therefore, although the two are not individually 

exclusive, the two are interrelated since a leader needs to exhibit strong character traits, as 

LeaderShape also prescribes (LeaderShape, 2002). 

Historical Context 

Character development has occurred throughout the history of higher education in the 

United States; however, intentional character education programs have been a more recent 

phenomenon.  An historical understanding of the formation of character education initiatives 

provides the necessary background to comprehend how intentional programs developed. 

American higher education institutions have incorporated the development of students‘ 

character and values since the founding of Harvard in 1636.  Referring to the founding of the 
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colonial colleges, Thelin (2004) stated ―that all learning ultimately was to coalesce into the 

values and actions of a Christian gentleman‖ (p. 24).  Although character was a by-product of the 

educational experience, intentional programs designed to foster character development have 

mostly focused on elementary and secondary schools (Berkowitz & Fekula, 1999).  In an address 

to schoolteachers and administrators in 1905 by Adams, the case was made that character in 

college was dependent on character education starting in elementary and secondary school 

settings.  The fundamental principle during college of personal freedom required a previous 

education of basic morals, maturity, obedience, and personal fortitude (Adams, 1905). 

Higher education has historically incorporated character development outside the 

classroom, although such aims were often implicit.  A wide swath of character-forming 

experiences in the co-curriculum was supported by a study of Dartmouth alumni who reported 

being influenced in character during their college years by activities outside the classroom to a 

greater degree than through interactions with faculty or administrators (Lingley, 1931).  One 

example that Lingley (1931) cited was the influence of fraternities in molding character of 

involved students.   

Academic influences on character development have been limited through the years, with 

the most support coming from accountability constructs such as honor codes, dating back to 

1830 at the University of Richmond (2006) and gaining popularity at several institutions in the 

1890s and early 1900s (Rudolph, 1990).  However, Davidson (1939) presented a different 

example of character being infused into the curriculum at Randolph-Macon Woman‘s College 

for upper-class students.  The course included opportunities for personal reflection, exploration 

of the environmental factors influencing character development, and theoretical frameworks 

(Davidson, 1939).   
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Although character education has been an element of the educational experience in U.S. 

higher education since its beginning, the methods of delivery varied by institution.  The historical 

information also provides an understanding that character education is viewed as an on-going 

process that continues throughout the elementary and secondary school experiences and 

continues throughout college.  Such perspectives provide insight into the extended process that 

character development has taken to develop intentionality. 

Constructs of Character Education 

Since the definition of character is broad, involving personal definitions of morals and 

values, an educational program needs to be based upon either a set framework or a pre-

determined set of principles.  Such constructs provide the facilitator with a roadmap to assist the 

students through a reflective, and often challenging, process to a new era of personal 

enlightenment.  To be effective with a character education program, the facilitator needs to be 

prepared with several approaches and theories in order to help each student connect to the 

material. 

Berkowitz and Fekula (1999) noted that a character education program needs to be 

directly related to the prescribed institutional outcomes based upon the institution‘s values and 

mission.  Additionally, the more pervasive those outcomes are, the more the design of the 

program needs to be broad and comprehensive across the campus (Berkowitz & Fekula, 1999).  

Kuh, Kinzie, Schuh, Whitt, and Associates (2005) provide examples of campuses that have been 

classified as engaging their students inside and outside of the classroom, many involving 

character development and civic engagement opportunities.  Similarly, Colby, Ehrlich, 

Beaumont, and Stephens (2003) provide case study examples of higher education institutions 

that have adopted moral and civic development programs.  All of these case study examples 
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illustrate effective practices by institutions across the country that are individually unique in 

approach, yet connected through their level of student involvement and effectiveness.  In 

addition, the examples provided by Kuh et al. and Colby et al. demonstrate institutional 

commitments beyond a singular department. 

Due to the numerous methods of delivery and the wide range of educational levels that 

are currently engaged in character education (Berkowitz & Fekula, 1999; Lickona, 1997), 

personnel working with students should utilize multiple methods to relate to different students.  

Nucci (1997), Berkowitz and Fekula (1999), and Lickona (1997) each suggest methods for 

incorporating character into the educational process.  All these authors discuss the importance of 

moral and ethical understanding developed through discussions and assignments that support the 

formative process.  In order for the student to effectively integrate the character lessons into their 

lives, Nucci and Berkowitz and Fekula also recommend reflective experiences to personalize the 

educational process.   

Character has been closely linked with democratic principles (Berkowitz, 1998; Colby et 

al., 2003; Lickona, 1997; Power, 1997), with the intention that not only should an individual 

demonstrate moral and ethical decision-making, but should also have a sense of responsibility to 

lead and act for the greater good of people.  Educational programs focused on character expand 

beyond the individual to involve the community (Colby et al., 2003), demonstrating a broader 

purpose to character education programs to serve society and to develop citizens intent on 

contributing.   

Several approaches to a character education programs exist, with no single method being 

more effective than the next.  So, an institution should select the operational construct for the 

program based upon the mission and values of that institution (Berkowitz & Fekula, 1999).  
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Administrators working with students needs to understand the students they are working with in 

respect to their values and backgrounds in order to have positive influence in students‘ 

development (Duffy & Sedlacek, 2006).  Through the right types of experiences that connect 

with the students, the character program can have a significant impact on the students and 

broaden their perspectives (Seider, 2007).   

Leadership Theory 

Leadership theories abound, with variations depending on the intended audience and the 

leadership style being highlighted.  For example, Northouse (2007) presented multiple theories 

grouped into 13 chapters including situational approaches, transformational leadership, and 

different perspectives related to leadership by culture or gender.   Similarly, Kezar, Carducci, and 

Contreras-McGavin (2006) and Wren (1995) each presented a number of theories in their 

analyses of leadership.  Broad overviews of leadership theory help to provide context; however, 

analysis of specific theories allow for in-depth understanding.  Servant leadership, a theory 

originally introduced by Robert Greenleaf as a metaphor, introduced the idea that a leader needs 

to have a broader purpose of serving others for the greater good instead of for self-interest 

(Greenleaf, 1995; Northouse, 2007).  In contrast, Wheatley (1994)  utilized science metaphors to 

describe the need for leaders to adapt to change and situations. The Social Change Model of 

leadership, introduced by Astin and Astin (1996), presented a specific model showing the inter-

connections of individual leaders, groups, and the larger community or society to affect positive 

change.  Komives, Lucas, and McMahon (1998) built on the Social Change Model, describing a 

relational leadership process that is necessary for individual leaders to interact to effect change.  

A combination of theories and perspectives provide a framework for LeaderShape, pulling 

elements from each of these described.  
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LeaderShape has a strong emphasis on values and personal development, concepts that 

are presented in multiple publications. Cashman (1998), Covey (1991), and Lee and King (2001) 

described how the leader needs to have a personal understanding of his or her own values to have 

the confidence and commitment to stay with a project to achieve the desired results.  Goleman, 

Boyatzis, and McKee (2002) similarly discussed the importance of self-understanding and 

utilizing such knowledge when working with others, however their approach utilizes emotional 

intelligence, the idea of managing emotions, at the core of leadership.  George (2003) described a 

need for leaders to act with integrity and authenticity in their interactions, calling for role models 

to lead organizations with values as opposed to with corporate greed and irresponsibility as is 

prevalent in the news.  Leaders make multiple conscious decisions, yet the small, non-heroic 

decisions, often behind the scenes, add up to provide leadership and directions in more common 

circumstances (Badaracco, 2002).  These leadership trait theories underscore LeaderShape‘s 

approach to personal development and understanding.  

One issue is that the definition of leadership changes to fit the purpose of the author or 

subject.  For example, authors writing from a business perspective, such as Bolman and Deal 

(1995) or Kouzes and Posner (1987), each of whom has held an academic appointment in higher 

education, approach leadership very differently from Maxwell (1998, 2002), a speaker and 

leadership entrepreneur, or Vaughn (2000), a pastor, who each described principles of leadership 

utilizing notable individuals as exemplars.  These approaches to leadership also differ from 

educational texts, such as Komives et al. (1998), describing a relational leadership model, or 

Astin and Astin (1996, 2000) who described the social change model of leadership.  Each 

author‘s perspective or approach to leadership plays to a different audience, so the style of the 

writing varies depending on if the book was designed as a business text, a popular self-help 
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book, a biography, or a theoretical model for educators.  Leadership as a subject molds to fit the 

subject and perspective of the author.  For these reasons, this literature review had to be narrowly 

defined to remain focused on leadership as related to higher education and specific to the 

LeaderShape Institute. 

Following the multiple definitions and perspectives on leadership, the number of 

resources available on the subject continues to be added to the common knowledge.  For 

example, Amazon.com lists over 58,000 books when searching with the keyword ―leadership‖ 

(http://www.amazon.com).  LeaderShape provides a resource list that provided guidance to 

developers in creating or updating the curriculum.  This list has grown from 34 resources in 

2002, to 60 resources in 2008, with only 26 of those being repeated (LeaderShape, 2002, 2008c).  

Underlying both lists of resources are central themes in the literature, including values 

exploration, understanding organizational structures, and acting with purpose. 

The LeaderShape curriculum includes the development of a vision for the participants to 

effect positive change in their communities after leaving the institute (LeaderShape, 2002).  

Kotter (1996, 2002), Quinn (2000), and Schein (2004) each described change in context of an 

organization and the role a leader plays in affecting the process.  The vision process of 

LeaderShape may be attributed as transformational leadership, described by Northouse (2007) as 

―a process that changes and transforms people . . . concerned with emotions, values, ethics, 

standards, and long-term goals‖ (p. 175).  Couto (1995) discussed the transformational 

leadership paradigm of James MacGregor Burns, in which the leader not only motivates the 

followers to action, but also does so with increased moral awareness.  For transformational 

leadership to be effective, the leader must engage with others for assistance to create the 

http://www.amazon.com/
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identified changes in a style that enlists support and moral understanding in others (Couto, 1995; 

Northouse, 2007).   

An additional theory underpinning the LeaderShape curriculum can be found in the 

writings of Robert Greenleaf (1995, 2002) regarding servant leadership.  Northouse (2007) 

described servant leadership as an ethical model ―attentive to the concerns of followers [that] 

empathizes with them‖ (p. 348), recognizing that a supportive community consists of ―respect, 

trust, and individual strength . . . with an emphasis on listening, empathy, and unconditional 

acceptance of others‖ (p. 349).  The servant leader philosophy subscribes to an ethic of care, in 

which relationships and social structures are important factors in a person‘s—or group‘s—

development (Katz, Noddings, & Stike, 1999; Noddings, 2007).  Greenleaf‘s philosophy 

assumes that societal change can only occur with a significant number of like-minded people to 

support the identified change (Greenleaf, 1995).   

Listening, empathizing, and being aware of the emotions of followers develop resonance 

in individuals, which Goleman et al. (2002) described as necessary elements to bring out the best 

in people to create change.  It is important to note that the servant leader does not have to be in a 

certain position or rank, but can achieve the change and necessary support because it is the right 

thing for the greater good (Badaracco, 2002).   

For the leader to garner the support necessary for the identified change, the leader must 

act with authenticity and credibility, believing in the cause and being passionate about the 

change so others also commit (George, 2003; Kouzes & Posner, 1993).  A significant investment 

of time, personal reflection, and introspection by the leader is necessary to understand the 

intrinsic motivations and guiding values that influence the identified vision and then to lead 

others in the change effort (Cashman, 1998; Covey, 1991; Lee & King, 2001).  Following this 
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self-awareness, the leader is best positioned to commit to sustainable action to enact the 

identified change (Kotter, 2002; Kouzes & Posner, 1987).   

The leader also needs to engage the right people after returning from the LeaderShape 

experience to elicit support and resources to enact his or her vision.  Collins (2001) described 

this act of finding support as getting ―the right people on the bus‖ (p. 41) for the cause.  

LeaderShape also acknowledges that the leader needs to understand the dynamics of teams, 

recognizing that a culture needs to be developed in the organization that is supportive, provides 

feedback, and is centered on a common purpose (Schein, 2004).   

Models of Leadership and Character Education in Higher Education 

Leadership education for college-aged students occurs in several formats, each with a 

different approach to the constituency to whom the program is designed to cater.  Although 

character education programs have become more popular in primary schools since the early 

1990s with programs such as Character Counts! (Josephson Institute Center for Youth Ethics, 

2010), the focus on character education or development has not expanded to higher education.  

Instead of assisting students to define and discuss values, a more prominent focus exists in higher 

education on professional, and to a lesser degree personal, ethics and decision-making.   

Institutional approaches to leadership education.  Colleges and universities with 

leadership education programs have developed programs from a variety of angles that work for 

the community in which they are located.  Faith-based institutions have the ability to be more 

explicit, overtly stating foundational principles and values of the program to develop participants 

and to connect their religious missions to the program (Lau, 2005).  Other institutions have 

elected to utilize an honor system, requiring significant student participation and a culture of 

integrity (Matthews, 1999; McCabe & Trevino, 2002).  Yet other institutions have chosen to 
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focus their efforts on civic responsibility through service and community engagement (Thornton 

& Jaeger, 2006).  Each approach works with the student population at that particular institution 

because the method was integrated into the fabric of the institution and not merely an outlying 

component from a rogue department.  DePaul University is one example of an institution that has 

been able to integrate its values as a religious institution with its civic outreach efforts into the 

Chicago area, effortlessly combining its mission with the educational programs focused on 

character that also benefit the surrounding community (Tavanti, 2006).   

Co-curricular leadership programs have increased significantly in numbers, with 

emphasis on developing emerging leaders, promoting civic engagement, or enhancing the skills 

for those in existing leadership roles (Dean, 2006; Dugan & Komives, 2007; Freeman et al., 

1996; University of Maryland, n.d.a).  The programs are coordinated by a variety of campus 

offices, including dedicated leadership centers or student activities, with programs such as 

conferences, workshops, academies, and recognition events (Freeman et al., 1996; University of 

Maryland, n.d.a).  Topics covered typically focus on experiential activities to support skill 

development, such as communication, group development, conflict management, diversity, and 

values (Freeman et al., 1996; Komives et al., 1998).   

As another co-curricular leadership model, the National Collegiate Athletics Association 

(NCAA) supports the development of student-athletes as leaders through programs on campus as 

well as national leadership programs (NCAA, 2010b). In particular, the CHAMPS-Life Skills 

programs at NCAA member institutions support the ―development of character, integrity, and 

leadership skills‖ (NCAA, 2010a, para. 3) for the athletes on the campus. The NCAA approach 

develops student-athletes for participation on the sports field or arena, in addition to life in 

general.  A significant influence for the athletes in particular with regards to leadership and 
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character is the coach, who often serves as a role model, with the behaviors of individuals and 

the team collectively reflecting the approach by the coach (Rudd & Mondello, 2006).  

The integration of character education into the academic curriculum in higher education 

has not been consistent across institutions.  Glanzer, Beaty, and Lyon (2005) asserted that the 

discussions of moral and civic education have fluctuated throughout the 19
th

 and 20
th

 centuries at 

institutions of higher education in the United States.  The types of character programs, such as 

ethical discussions or moral development, greatly influence the attitudes of faculty toward 

character education in the classroom environment (Glanzer et al., 2005).  Berkowitz and Fekula 

(1999) suggested that character should be incorporated across the curriculum, involving all 

disciplines of study.  In order for character to be effectively taught, the faculty members also 

need to be role models for the students, which should be encouraged and considered during the 

application and interview process (Tead, 1964).  No matter how character is incorporated into the 

academic setting, it needs to have a prominent role along with the curriculum to assist in the 

development of the student as a whole, well-rounded person (Lankard, 1950).  Curricular 

leadership programs exist as both majors and minors available for undergraduates as well as 

advanced graduate programs at several institutions (University of Maryland, n.d.b).   

External approaches.  In addition to campus-based approaches to leadership education, 

programs have been developed to support the leadership development of college-aged students 

by higher education-related associations.  The purposes of such programs are intended to 

complement student leadership experiences and any structured programs occurring on a campus.  

These external approaches to leadership education exist in fraternities and sororities in addition 

to non-profit associations such as the Association of College Unions-International (ACUI) and 

the North-American Interfraternity Council (NIC).  Both the ACUI and NIC programs are 
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residential learning institutes designed to foster community, develop individual leadership skills 

with an emphasis on values and diversity, and foster a sense of purpose to effect change back on 

the student‘s campus (ACUI, 2008; NIC, 2008b).   

Although fraternities were originally founded in the early 19
th

 century on campuses for 

social purposes, in more recent years an emphasis has been placed to develop programs and 

standards that support community service and philanthropy, character and leadership 

development of members, and the academic mission of higher education on the campuses where 

chapters are located (NIC, 2008a; Rudolph, 1990).  As one example, the Beta Theta Pi fraternity 

developed the Men of Principle program in 1997 to ―build the Fraternity and strengthen the host 

academic institution through lifelong devotion to intellectual excellence, high standards of moral 

conduct and responsible citizenship‖ (Beta Theta Pi Fraternity, 2010, Our Mission section, para. 

1).  Additional programs have been developed to support the mission of these fraternal 

organizations, demonstrating a commitment beyond the social aspect of the organization.  

Fraternity and sorority leadership education models are structured through the new member or 

member education programs, regional and national conferences including leadership workshops 

and speakers, and specialized one-week programs. 

No published research exists regarding these higher education-related models of 

leadership education.  Assessment measures related to program satisfaction are often completed 

for the purpose of improvement, but additional research beyond such purposes is limited.  The 

research that has been completed with respect to program outcomes and learning may be 

reported at fraternal conferences, but is seldom reported or published external to the 

organization. 
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LeaderShape.  Alpha Tau Omega Fraternity originated the LeaderShape Institute in 

1986 ―as a means of improving campus leadership‖ (LeaderShape, 2002, General Information 

Section, p. 4).  LeaderShape was founded in 1988 as an independent, non-profit entity with the 

purpose of developing ―leaders with integrity‖ (LeaderShape, 2002, General Information 

Section, p. 4) through the LeaderShape Institute.  Through the years the curriculum and the 

program have developed to include national and campus-based sessions of the Institute in 

addition to campus workshops.   

LeaderShape (n.d.) states seven outcomes for participants of the institutes:  

(a) Identify and commit to act on core ethical and personal values; (b) identify personal 

behaviors inconsistent with core ethical and personal values; (c) develop relationships 

respecting individual differences and contributions; (d) create a vision for positive change 

in their community; (e) develop interpersonal skills to accomplish positive change; (f) 

articulate action steps to implement a vision; and (g) increase their capability to produce 

extraordinary results. (Outcomes Section, paras. 1-7) 

An additional measure of the success of LeaderShape is stated in its mission statement: 

―we will have succeeded when graduates of LeaderShape programs improve the quality of their 

respective organizations and environments‖ (LeaderShape, 2002, General Information Section, 

p. 1).  Although program evaluations are completed following each institute at the conclusion of 

the program and six months following to assess these outcomes, these reports remain 

unpublished.  Likewise, it is difficult for one follow-up instrument to assess any long-term 

changes or lasting improvements as a result of the LeaderShape experience in such a brief 

timeframe.   
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A limited amount of published research exists external to LeaderShape, most likely due 

to the independent structure of the organization.  In addition, the research that has been published 

focuses on the campus-based LeaderShape Institutes.  One report published by the Kellogg 

Foundation (Zimmerman-Oster & Burkhardt, 1999) documented a project by LeaderShape to 

develop a session for engineering students at the University of Michigan.  As a result of this 

focused project, LeaderShape developed a campus-based model of the Institute, which has since 

expanded to 57 institutions by 2006 (LeaderShape, 2008a).   

Pugh (2000) evaluated a campus-based session located at the University of Georgia, 

reporting participants demonstrated high satisfaction with the program, increased self-awareness, 

and increased learning with respect to leadership understanding.  A study by Dial (2006), 

following a campus-based Institute on a different campus, resulted in similar findings, 

identifying improved self-confidence, improved teamwork, improved communication, and 

positive peer group development as program outcomes.  With only a limited amount of research 

available regarding LeaderShape, and those studies only focusing on campus-based Institutes, a 

void exists with regard to understanding the experience of national session participants and the 

effectiveness of the program in both the short and long-terms. 

Evaluating Leadership Programs 

Essentially there are two distinct aspects to assessing leadership programs: one approach 

evaluates effectiveness, while the other approach investigates participant satisfaction, learning, 

and application of the material.  Each approach is necessary to develop a holistic understanding 

of a program, yet seldom are the assessment models comprehensive and rarely are they published 

based upon the minimal amount of research available.   
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Program evaluation.  Chambers (1994) identified four trends for evaluating leadership 

programs: (a) to examine and document the outcomes of the program, (b) to demonstrate 

accountability and sound management to stakeholders, (c) to provide evidence of program 

effectiveness, and (d) to improve programs for the future.  Upcraft and Schuh (1996) presented 

the case for assessment in all of higher education to address accountability pressures from the 

public to demonstrate learning, justify increasing costs, speak to issues of access and equity, and 

address accreditation.   

These accountability pressures continue to be at the forefront of discussions.  Higher 

education has increasingly come under scrutiny by various stakeholders to demonstrate evidence 

of student learning, responsible stewardship of financial resources, and a practical, relevant 

curriculum that is appropriate to the modern times (U.S. Department of Higher Education, 2006).  

The development and assessment of learning outcomes are necessary to intentionally direct a 

program and measure how the students have performed (Keeling, 2004).  Similarly, the 

evaluation of leadership programs must assess the effectiveness of the component elements, 

including the curriculum (Hannum & Martineau, 2008).  In the forward to The Handbook of 

Leadership Development Evaluation (Hannum, Martineau, & Reinelt, 2007), Leviton (2007) 

stated ―evaluation separates real outcomes from wishful thinking, slogans, or overly vague 

program aspirations‖ (p. xii) to assist with the call for assessment in leadership programs.   

Brungardt and Crawford (1996) presented a different case for assessment and evaluation 

of a leadership program: retaining institutional commitment and funding.  Although the results of 

the evaluation may demonstrate effectiveness, in times of fiscal constraint external pressures 

may affect a program (Brungardt & Crawford, 1996).  With increased calls for accountability 

measures in higher education and additional scrutiny for how funds are utilized and distributed, 
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higher education personnel need data to provide evidence of the learning outcomes to justify the 

expenses associated with a program.   

Focus on outcomes.  The Council for the Advancement of Standards in Higher 

Education (CAS) developed criteria to assess student leadership programs in higher education in 

1996, however such evaluations are typically utilized internally to improve program delivery and 

effectiveness of the supporting structures of the institution and are rarely, if ever, published 

(Dean, 2006).  To address the more specific call for measured learning, CAS has developed a 

second resource to assist professionals in assessing the learning outcomes of the student 

participants, the Frameworks for Assessing Learning and Development Outcomes (Strayhorn, 

2006).  Strayhorn (2006) explained that historical research ―examined the frequency of student 

participation‖ (p. 95) in leadership programs but recommended that a more effective assessment 

of leadership should include measures of specific skills and competencies that the program 

should define as outcomes for their students.   

One example of the emerging trends to demonstrate effectiveness and programmatic 

outcomes is the study by Zimmerman-Oster and Burkhardt (1999).  The W.K. Kellogg 

Foundation performed an evaluation of the leadership programs that received funding from 

1990-1998, resulting in recommendations to improve leadership program delivery in the United 

States (Zimmerman-Oster & Burkhardt, 1999).  A LeaderShape program focused on engineers 

was one of the 31 Kellogg Foundation programs evaluated and presented by Zimmerman-Oster 

and Burkhardt.  The extensive evaluation included qualitative data collection, quantitative 

ratings, and participants completing pre-test, post-test, and follow-up surveys.  Overall the 

evaluation demonstrated positive learning occurring for the LeaderShape participants for the 
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intended outcomes and a high degree of satisfaction with their experience (Zimmerman-Oster & 

Burkhardt, 1999).   

Existing research questions the students‘ abilities to develop and gain leadership 

competencies, basically asking the continuing question of whether leadership can be taught.  

DiPaolo (2004) concluded that over time students attribute their leadership development to ―their 

own maturation, leadership experiences, and personal development‖ (Abstract, para. 3) as 

opposed to a short-term leadership education model participants attended.  Cress, Astin, 

Zimmerman-Oster, and Burkhardt (2001) found through their longitudinal study that students 

participating in leadership training and experiences, including volunteer activities, internships, or 

in-class group-work, contributed to their skills and knowledge base regardless of formalized 

program attendance.  On the other hand, a study involving a military leadership school found that 

long-term effects continued for participants following a curriculum-based transformational 

leadership model (Lafferty, 1998).  Thus, several competing factors are present in determining 

the long-term outcome effects on an individual. 

A limited amount of research exists demonstrating student leadership outcomes.  Scott 

(2004) asserted that without published research, one either assumes the research is not being 

conducted, or not being done well, or that the information is not being shared, which also hinders 

broader development and program enhancement.  Pascarella and Terenzini (2005) discussed the 

research since the early 1990s, with most of the studies appearing to measure leadership as a 

broad, self-defined concept, instead of studying specific outcomes or competencies of leadership 

as suggested by the CAS Frameworks for Assessing Learning and Development Outcomes 

(Strayhorn, 2006) or Learning Reconsidered (Keeling, 2004).  Research addressing the long-term 

outcomes of college graduates appears only to address specific leadership interests such as 
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community service participation, attainment of leadership positions at work, or the effect on 

leadership attributes based on attended a type of institution (Pascarella & Terenzini, 2005).   

The lack of comprehensive leadership research may be attributed to the varying 

definitions of leadership and a lack of standardized outcomes for leadership programs, in 

addition to the challenges of time and resources for completing long-term assessments (Reinelt et 

al., 2002).  Measuring the leadership outcomes of a specific program on individuals over a period 

of time is further complicated by additional knowledge gained, experiences, and life changes of 

the participants (Reinelt et al., 2002).   

Learning and Long-term Retention 

Co-curricular programs, including leadership development programs, are one construct of 

what is considered ―student affairs‖ in American higher education, or the out-of-class 

experiences.  A series of statements developed over approximately 70 years have defined student 

affairs work in support of the academic mission on college campuses.  The need to develop the 

whole student and support well-rounded education and experiences was introduced with the 

Student Personnel Point of View (American Council on Education, 1937, 1949).  These 

statements defined the administrative functions to support students in responsibilities that had 

been abandoned by faculty.  The Student Learning Imperative (American College Personnel 

Association [ACPA], 1994) blurred the line of learning between academic affairs and students 

affairs, calling for intentional efforts focused on student learning and personal development of 

students.  The most recent documents, Learning Reconsidered (Keeling, 2004) and Learning 

Reconsidered Two (Keeling, 2006), call for intentional, outcomes-based programs and services 

to support student learning.  Efforts to support student learning outside the traditional classroom 

have been discussed for decades.  Since the LeaderShape programs are external to higher 
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education institutions, they do not fit exactly into this model, however the program structure and 

content are more closely aligned to co-curricular programs than to academic-based programs.   

Understanding co-curricular learning.  Although a premise not universally accepted, 

this study ascribes to the theory that learning occurs wherever a student is present, with the most 

effective integration of knowledge occurring through experiential activities where a student can 

put into practice the information gained.  A study of 20 institutions by the Center for 

Postsecondary Research at Indiana University (Kuh, et al., 2005) investigated successful learning 

environments, identifying collaborative practices in which all facets of the academic community 

supported the learning paradigm and remained focused on the holistic goal on behalf of the 

students.  In a similar philosophy, Shushok, Henry, Blalcok and Sriram (2009) described the 

development of a residential college at Baylor University, where the program intentionally 

blurred the lines of where learning occurs through purposeful engagement outside the classroom, 

encouraging rich dialogue and purposeful programs.   

In contrast, a statement issued by the National Association of Scholars (NAS) in 2008 

challenged this concept of learning outside of the classroom, describing learning as necessarily 

under the ownership of faculty in structured environments.  Due to the heated debate of the NAS 

statement in higher education circles, especially by student affairs practitioners, Dalton and 

Crosby (2008) attempted to break down the NAS statement with respect to the documents being 

challenged, the Student Learning Imperative (ACPA, 1994), Learning Reconsidered (Keeling, 

2004), and Learning Reconsidered Two (Keeling, 2006), concluding that transformative learning 

is most effective with intentional collaboration among student affairs staff and faculty to 

―integrate in-class and out-of-class learning experiences‖ (p. 10). Keeling (2009) asserted, 

―learning creates channels and pathways for transformation‖ (p. 1) wherever a student may be, 



27 

therefore a transformative experience may be initiated anywhere, inside or outside of the 

classroom.   Rodgers (2009) further differentiated the line between learning and development, as 

the two seemed to become interchangeable, since students at times only experience learning if 

they are at an appropriate developmental stage in which they are ready. Although there are 

dissenting views as to where learning may occur, or under whose tutelage, the idea that students 

gain knowledge and then apply that knowledge in a variety of contexts and situations remains, 

and the environment affects the learning in which it is fostered (Arminio, Roberts, & Bonfiglio, 

2009).   

Assessing long-term learning.  As described earlier, assessment in higher education is 

necessary for a variety of reasons, including accountability pressures from external stakeholders, 

most notably funding agencies. However, as Banta (2007) claimed, assessment of learning 

should not meet the needs of one purpose, so accountability and improvement purposes may be 

achieved simultaneously.  Thus, an entity may evaluate a program with the intention of 

determining satisfaction and/or a program‘s strengths or weaknesses, while at the same time 

collecting data that inform the public.   

The questions then arise for the appropriate time and measure for the assessment of 

learning.  Hanson (1988) asserted that a proper measure of outcomes is at the conclusion of a 

specific experience, such as a program or class.  However, Travis (2008) asserted that student 

attitude and behavior changes over an extended period of time may be a good measure of 

learning, although such a measure fails to gauge long-term retention or application of 

knowledge.  Travis further concluded that a comprehensive outcomes assessment should include 

student attitude and behavior in addition to knowledge and skills, since  ―students are more likely 

to remember what they did and how they felt about their college experience than they are to 
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remember‖ (p. 148) specific course information or details in the long-term.  Halpern and Hakel 

(2003) discussed how assessing long-term learning depends on the practices of recall and 

retrieval of information by the learners, stating that teaching then should assist with the process 

of making frequent and specific connections with different modes of representation to assist with 

later retrieval.  Hence, teaching should intentionally approach the learning outcomes from 

several vantage points, with assessment of the overall learning occurring not only at the 

conclusion of the experience, but also in later assessment to determine the application and 

integration of the information. 

A report from the Association of American Colleges and Universities (AAC&U, 2007) 

recommends changes to transform liberal education to include integrative learning to support a 

student‘s understanding across the curriculum and support adaptability and change in the future.  

Boud and Falchikov (2006) addressed the concern of assessing life-long learning by claiming 

that it is necessary to go beyond traditional summative or formative methods to allow former 

students to contextualize their application of learning in experiences, which may be more 

informal in nature.  Summative assessment measures a student‘s attainment level of the intended 

learning outcomes, most often occurring at the conclusion of a course or program to determine 

effectiveness (Boud & Falchikov, 2006; McMillan & Schumacher, 2001).  Formative 

assessment, however, provides feedback for further development or improvement during a 

course or program (Boud & Falchikov, 2006; McMillan & Schumacher, 2001).  One problem 

with both summative and formative assessments, according to Boud and Falchikov, is that the 

feedback is often provided too late to effect learning, or the data are focused on a specific or 

timely task.  
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Unlike longitudinal studies that assess the same group more than once over a period of 

time (McMillan & Schumacher, 2001), a long-term study, such as this one, follows-up with a 

population at a point in time after participation or involvement without comparison baseline data.  

Due to the nature of such a study, long-term learning assessments are rare, most likely due to the 

challenges of participant availability, time since attendance, general recall of information, and 

physical distance of participants.  One qualitative study of alumni measured the impact of 

undergraduate involvement in a specific organization three to five years post-graduation (Bialek 

& Lloyd, 1988).  Although the conclusions of the study were very supportive of the 

undergraduate program, the limitations presented are the small sample and the selection of the 

participants, who most likely were well-connected to the program and chose to respond because 

of the quality of the experiences they had.  An additional limitation of the Bialek and Lloyd 

(1988) study relates to the single data collection, making it difficult to determine how the 

participants‘ views changed over time, but the attitude and behaviors of the experience for the 

group of respondents at that particular point in time are reflected.  

As Marques (2007) pointed out, learning and leadership are connected, since the attitudes 

towards learning by individuals are later apparent in the attitudes and behaviors in the work 

place.  Life-long learners demonstrate a propensity and discipline to discover things on their 

own, and are likely to then also demonstrate leadership skills in relation to others (Marques, 

2007).  Learning is more than the acquisition of knowledge, but the change in behaviors and 

attitudes to apply information as appropriate (Travis, 2008). To adequately measure the 

application of the learning, it is necessary for a period of time to elapse to allow the knowledge 

to be contextualized through application or reflection (Boud & Falchikov, 2006).  This research 

study investigated the long-term learning of LeaderShape graduates through their behaviors, 



30 

attitudes, and knowledge recall to measure the longevity of the LeaderShape program.  Such 

information is important for higher education purposes to better understand the long-term effects 

of leadership program participation and to justify the expenses associated with leadership 

programs, specifically LeaderShape attendance.   
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CHAPTER 3 

STUDY DESIGN AND METHODOLOGY 

This study utilized a mixed method design incorporating quantitative measures of 

comparative analysis and qualitative thematic review of text-based responses.  Upcraft and Shuh 

(1996) described ―qualitative measures as helping to make meaning, as opposed to quantitative 

measures focusing on relationships between numbers, such as correlations and significant 

differences‖ (p. 55).  Both methods were incorporated to gain a rich and deep understanding of 

the personal experiences of the individuals as well as to be able to generalize the results.  

McMillan and Schumacher (2001) described three types of mixed method design: 

complementary, developmental, and expansion.  This study utilized the complementary mixed 

methods design that McMillan and Schumacher described as employing ―the results of one 

method to elaborate, enhance, illustrate, or clarify the results from another method‖ (p. 543).  

The qualitative questions allowed for the participants to utilize their own words to either 

demonstrate support or lack of support for the program being assessed in the quantitative 

questions.  Thus the qualitative method complemented the quantitative method, providing a 

deeper understanding of the relational results that would not be available if utilized individually.  

Hannum and Martineau (2008) supported the use of mixed method designs to evaluate leadership 

programs, stating that utilizing more than one method of data collection strengthens the 

evaluation.  CAS (Dean, 2006) also supports utilizing both qualitative and quantitative measures 
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to document a program‘s evaluation, strengthening the study and providing supporting evidence 

to the findings.   

The study examined the long-term effects five years after attending an intensive 

leadership program.  LeaderShape agreed to collaborate and support the study by providing the 

contact information for the sample in exchange for sharing the results and data.  LeaderShape did 

not place any conditions or restrictions on the research or provide any funding for the study. 

Participants 

The sample of 1,399 individuals were graduates of a national LeaderShape Institute from 

1986 to 2004 who had valid email contact information identified from the LeaderShape database.  

Program participation prior to 2004 was identified to ensure that (a) participants had likely 

graduated from their host institutions, (b) a significant period of time had passed after attending 

the program for learning to be applied outside of the collegiate structure, and (c) participants had 

time for the intense social aspect of the program to become less significant.   

LeaderShape has approximately 30,000 program graduates from 1986 to present, with 

valid email addresses for over 22,000 graduates.  However, the majority of valid email addresses 

in the LeaderShape database are from recent years for participants still close to the experience, 

thus the sample size of 1,399 graduates is significantly smaller than the population. Very few 

email addresses exist in the database for participants during the first two years of the Institute‘s 

existence, 1986 and 1987, thus virtually eliminating these years from the sample. 

Instrumentation 

A web-based survey using an electronic survey program, Qualtrics, was utilized to collect 

participant responses.  The survey collected the primary information about leadership practices 
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as well as demographic information from participants for both their undergraduate institutions 

and their current work/lives to develop a contextual understanding of the sample (Appendix A).   

Questions for the instrument were developed after reviewing the stated outcomes of 

LeaderShape (LeaderShape, n.d.) and by adjusting some of the LeaderShape Pre-Session and 

Post-Session Survey questions.  Items were specifically selected to provide insight into the 

research questions.  Questions on the instrument were not replicated or combined to create scales 

or factors, decreasing internal reliability concerns.  A pilot test was administered twice to a group 

of 10 LeaderShape graduates not in the study sample who graduated from the program in the last 

five years.  This test/re-test technique measured the reliability of the instrument prior to the 

instrument being distributed to the study sample.  The questions were individually reviewed by 

independent persons for validity to determine understanding and to test if each truly asked what 

the study intended.  The pilot study group also assisted with determining the validity of each 

question for understanding.  Each instrument question was mapped to a research question to 

ensure that each area of interest was addressed adequately and to refine the wording of both sets 

of questions (Appendix B). 

The questions were formatted on the electronic instrument within blocks to keep similar 

types of questions together and to allow for questions to flow as necessary.  These blocks were 

transparent to the participants.  Qualtrics randomized the question blocks for each participant 

taking the survey, increasing the internal design validity of the instrument.  The demographic 

questions appeared at the conclusion of the instrument for all participants to decrease survey 

fatigue. 

The quantitative questions included asking participants to reflect on their Vision, to align 

their behaviors to their personal values, and to identify their attitudes toward leadership skills.  
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Likert scales were utilized for 22 of the quantitative questions.  Fourteen questions had seven-

point scales, with 1 being either Strongly Agree or Very Significant and 7 representing either 

Strongly Disagree or Very Insignificant.  The remaining eight quantitative questions utilized a 

five-point scale replicating questions from the LeaderShape pre- and post-test evaluations, with 1 

being Strongly Agree and 5 being Strongly Disagree.  The four qualitative questions asked 

participants in an open-ended format to define leadership in their own words, to describe their 

most significant memories of their LeaderShape experiences, and to identify any elements of the 

experience they have specifically utilized since attending the program (Appendix A). 

Procedures  

The Qualtrics research tool distributed the instrument with individualized links unique to 

each participant.  The survey was available to participants for three weeks.  The links only 

allowed one individual to complete the survey, although it did allow each participant to return to 

complete a survey previously started.  Qualtrics has the capability to send reminder and thank 

you messages from the system to participants based upon the responses from these unique links, 

a feature that was utilized as outlined below. 

LeaderShape sent an Excel document with the email address, first name, and last name of 

all identified participants.  The file was then converted into a comma delineated (csv) file in 

preparation of the pool to be uploaded into Qualtrics for distribution.   

An initial email was sent to the sample from the LeaderShape President and co-signed by 

the researcher to announce the survey (Appendix C).  Approximately one week later an email 

was sent to the 1,399 participants in the sample with the informed consent statement and a link to 

the survey (Appendix D).  Included in the 1,399 participants was a group who had previously 

opted-out of LeaderShape communication, so this group received a slightly modified statement 



35 

(Appendix E) in order to explain why they were still receiving the message and that they would 

continue not to receive communication from LeaderShape as they had requested.  By responding 

to the electronic survey instrument, participants agreed to participate in the survey.  The 

confidentiality of participant involvement in the study and related responses was honored 

through the use of the Qualtrics research tool.  Quantitative data in the results have been reported 

in the aggregate.  Likewise, qualitative data have been reported in the results based upon 

thematic analysis of responses and, therefore, individuals have not been identified.   

In an effort to increase the return rate of participants, two follow-up emails (Appendix F,  

Appendix G) to non-responders were included in the design following the initial distribution of 

the instrument.  I established a target rate of return for the sample of 50% or as close to that 

percentage as possible to gain strength in the results.  I believed the target was achievable based 

upon (a) the participants in the sample having an affinity for LeaderShape by maintaining an 

active email account with the organization and (b) the electronic instrument being kept short to 

decrease the amount of completion time. 

The response rate was monitored while the survey was open to make any adjustments and 

to ensure that everything was operating properly.  Due to a lower than expected response rate, a 

third reminder email (Appendix H) was sent to non-responders to effect an increase.  At the close 

of the survey, a total of 246 respondents (17.6%) started the survey, with 207 respondents 

(14.8%) actually completing the survey.  Indiana State University‘s Institutional Review Board 

protocol was followed and approval for the assessment tool and procedures was received before 

data collection began.   
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Data Analyses 

The quantitative measures were analyzed utilizing the most recent version of SPSS 

software.  Initial analysis was conducted to gather response data, including percentages and 

actual number of responses per question.  Means and standard deviations were also calculated for 

each quantitative question.  The scaled questions utilized similar corresponding numerical 

assignments with a value of 1 assigned to Strongly Agree or Very Significant for each question, 

thus low means represented a positive average response.  A four-way multivariate analysis of 

variance was completed to determine if variance existed by year of attendance, age, ethnicity, or 

gender.  Additional analysis was started by year of attendance, however findings were 

inconclusive due to several years having five or fewer responses.  

The open text questions were analyzed utilizing thematic analysis (Creswell, 2007) of 

responses, creating ―large clusters of ideas and providing details that support the themes‖ 

(Creswell, 2007, p. 244).  The themes were compared to the LeaderShape outcomes, curriculum, 

and the functional definition of leadership for the program.  The open text questions were also 

thematically analyzed by year of program attendance to determine differentiation by years or 

possible groupings by years.   

Appendix B outlines the method of data analysis for each research question with 

corresponding instrument questions that relate.  Specifically, research question one—do program 

graduates retain memories of the LeaderShape experience that influence their current leadership 

style or practices—was addressed by thematic analysis of two open-text questions inquiring 

about the participant‘s memory of his or her LeaderShape experience and what about those 

memories is currently meaningful.   
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Research question two—to what degree do program graduates identify LeaderShape as 

influencing their leadership style or practice—was analyzed through seven quantitative 

questions. The third research question—to what degree are current opinions or practices of 

graduates consistent with LeaderShape‘s outcomes or goals—was addressed through 16 

instrument questions utilizing both multiple choice and Likert scale questions, in addition to one 

qualitative question.   

The fourth research question—does the current definition of leadership for program 

graduates reflect the definition adopted by LeaderShape—utilized three questions from the 

instrument: two quantitative questions and the fourth open-text question.  The qualitative 

question was thematically analyzed and compared to LeaderShape‘s definition of leadership. 

The final research question—as a measure of integrity, do program graduates identify a 

high rate of congruent behavior between their values and their daily actions or activities—was 

addressed by analyzing three instrument questions, each employing a Likert scale.  

Study Limitations 

As with any research, the study has limitations that should be considered in interpreting 

the data.  The limitations listed below individually and collectively restrict the data from being 

generalized beyond the survey response group.   

Sample.  The population is restricted to LeaderShape participants and specifically to 

graduates of national sessions prior to 2004 with valid email addresses in the LeaderShape 

database.  The results only apply to this sample since the program is unique in curriculum 

content and the national sessions are intensive, one-week, living/learning experiences with 

diverse participation from across the country with a variety of involvement backgrounds, 

interests, and institutions represented.  Since the data collected required valid email addresses 
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with the LeaderShape office, the assumption can be made that participants retain an affinity with 

the LeaderShape program and experience.   

In addition, LeaderShape participants are selected by their host institutions or 

organizations for a variety of reasons, which most likely include the student either demonstrating 

leadership behaviors or the potential of such behaviors in the future.  Thus the graduates of 

LeaderShape are likely to have had leadership experiences or trainings prior to attending the 

Institute and are likely to have had similar experiences after attending LeaderShape as well.  As a 

direct result, a limitation exists in recognition that survey respondents may not have been capable 

of de-coupling their LeaderShape memories from other leadership experiences.   

Return rate.  The generalizability of the results to the population is limited due to a low 

rate of return, which was under 20% of the sample.  The results reflect the responses of the 

participant sample, but may not be generalized beyond this group with certainty.  The non-

responders may or may not have similar thoughts or experiences as reflected by the data, but 

since an assumption cannot be made either way, the results and interpretations of the data are 

based solely upon the survey respondents.   

Communication bias.  The survey may have provided participants with a reminder of 

the LeaderShape program and experience, providing then with a potential bias in the results for 

attributing leadership practices to the Institute.  Contact with the participants to reflect on their 

leadership experiences, understanding of such experiences, and current application of leadership 

practices most likely influenced the results.  Bias was developed by having a reminder of the 

program, potentially leading the participants to provide answers they believed would support the 

continuation of the program.     
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Researcher bias.  I have a connection with the LeaderShape program having served as a 

facilitator in 2002 and as a participant sponsor for more than 15 students from two universities 

since 1999.  Although I communicated regularly with LeaderShape staff throughout the process 

of this study, the research design and the analysis of the results remained independent from 

LeaderShape. A pre-existing relationship may have influenced the qualitative analysis of the 

data, which was controlled by use of random sample checking by independent reviewers for 

coding and thematic analysis review in addition to bracketing of my experiences (Creswell, 

2007).  The results and data were shared with LeaderShape after the completion of the study.  

LeaderShape has not made any restrictions or set any conditions on the research, nor has the 

organization funded any part of this research.    

In addition to my prior relationship with LeaderShape, I served as a student affairs 

administrator for more than 15 years, mostly working in the areas of fraternity/sorority life, 

student activities, and leadership development.  I have developed, or closely worked with, 

leadership programs at four colleges or universities, including assisting with the development of 

a leadership minor and a four-year leadership program for select students.  Besides serving as a 

facilitator for LeaderShape, I have also served as a facilitator multiple times for two 

undergraduate programs sponsored by the NIC, including national sessions of the Undergraduate 

Interfraternity Institute (UIFI; NIC, 2008b) and the campus-based IMPACT programs (NIC, 

2010).  Through these experiences and personal interests, I approached the study with an interest 

in seeing leadership development programs having an influence on participants, resulting in 

positive community change grounded in integrity and character.  This underlying philosophical 

approach has been controlled as much as possible by maintaining a skeptical view of the 

LeaderShape outcomes and employing external reviewers not associated with the program.   

http://www.nicindy.org/programs/uifi/
http://www.nicindy.org/programs/impact/
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Design.  McMillan and Schumacher (2001) pointed out that mixed methods designs are 

debated because the researcher must analyze two different types of data, culminating in results 

that ―may not be synthesized in most studies‖ (p. 545).  Attempting to combine statistical results 

with thematic or narrative results develops a design flaw, so data will be reported and analyzed 

separately. 
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CHAPTER 4 

QUANTITATIVE RESULTS 

The survey results are presented separately, with the quantitative questions presented in 

chapter four and the open-text, qualitative questions in chapter five.  A description of the survey 

respondents is presented below in the demographics section to provide an understanding of the 

respondents as a group and a framework to understand the responses.  The section that follows 

presents the results for each quantitative question, followed by a brief summary of the findings to 

provide an overview of the data presented.   

Demographics 

The survey was distributed to 1,399 participants.  A total of 246 respondents (17.6%) 

began to complete the survey, and 207 of these respondents (14.8%) completed all of the items 

on the survey.  The sample used for analysis in this study is the 207 participants who completed 

all items.  The majority of respondents in the sample were younger than 30 years old (Figure 1) 

with a small sample responding from the 40-49 age category. Of the 207 respondents, 158 

(68.4%) attended a national session of LeaderShape in the five most recent years of the survey, 

2000 through 2004.  
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Figure 1.  Age of survey respondents. 

The majority of the sample identified as having an ethnic background of White, non-

Hispanic in origin (Figure 2) with far fewer participants identifying as African Americans (8%), 

Asian/Pacific Island Americans (4%), and an equal percentage (2%) of Hispanic, multi-ethnic, 

and international persons, and a very small percentage of Native Americans (1%). More women 

responded to the survey than men (Figure 3).  

Educational background.  Respondents were asked a series of questions regarding their 

educational attainment and their undergraduate involvement after they participated in 

LeaderShape because of the program‘s emphasis on higher education. LeaderShape Institute 

participants often attend the program while enrolled in a college or university, or immediately 

after graduation.   
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Figure 2.  Ethnicity of survey respondents. 

 

Figure 3.  Gender of survey respondents.  
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The majority of respondents, 137 of 205 (66.8%), reported attending public institutions 

for their undergraduate degree (Figure 4). Of 205 respondents, 68 (33.2%) reported attending a 

private institution for their undergraduate degrees, for which 14 of 68 were reported as being 

religiously-affiliated institutions.  According to the National Center for Educational Statistics 

(2008), 74.2% of students were enrolled at public institutions in the fall of 2006, and 25.8% of 

students were enrolled at private institutions.  Thus, respondents reported attending private 

institutions in greater numbers than the national average.  More respondents (97/209 or 46.4%) 

attended large institutions of more than 15,000 students for their bachelor‘s degrees, 52/209 or 

24.9% reported attending medium-sized schools, and 60/209 or 28.7% reported attending small 

institutions (Figure 4).   

 

Figure 4. Type of higher education institution survey respondents attended for their bachelor‘s 

degrees.  Participants who did not complete the item have been excluded from this chart, 

consequently not all figures add to 207.   
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The national enrollment figures from the National Center for Educational Statistics 

(2008) report different categories than utilized for the survey, making a direct comparison 

difficult, however the data reported 30% of students enrolled at institutions with greater than 

20,000 students, 44.3% of students enrolled at institutions with between 5,000 and 20,000 

students, and 25.7% of students enrolled at institutions with fewer than 5,000 students.   More 

respondents reported attending large institutions and fewer reported attending medium 

institutions compared to the national data, but the different enrollment categories could account 

for some of this discrepancy.   

 

Figure 5.  Highest degree survey respondents earned as of the date of their taking the survey. 

Figure 5 shows the educational attainment of survey respondents, with 43% reporting 

earned bachelor‘s degrees and an additional 43% reporting earned master‘s degrees by the date 

of the survey.  According to the U.S. Census Bureau (Bauman & Graf, 2003), 15.5% of U.S. 

citizens over 25 have bachelor‘s degrees and 5.9% have master‘s degrees.  Considering that the 

population for the study was enrolled at a higher education institution either during or 
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immediately prior to attending LeaderShape, the higher percentages of degree attainment than 

the U.S. population in general was expected.  Although 2% of respondents reported earning 

―other‖ degrees not listed or identified in the survey, respondents did not specify those degrees.  

Employment information.  Participants responded to two questions regarding the type 

of organizations they currently work for and the level of the positions in those organizations. An 

equal percentage of respondents (46%) reported working for non-profit and for-profit 

organizations (Figure 6). The majority of respondents (51%) identified themselves as middle 

management, 33% identified themselves as entry-level, and 16% self-identified as executive 

level (Figure 7).  

 

 

Figure 6.  Type of company in which survey respondents were employed as of the date of taking 

the survey.  
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Figure 7.  Type of position the survey respondents held as of the date of taking the survey.   

Undergraduate involvement.  Participants were asked to identify the single most 

―meaningful‖ activity, organization, or involvement from their undergraduate experiences 

(Figure 8). The most common response was fraternity or sorority involvement (71 responses), 

with student government (37) and campus leadership program (24) involvement as additional 

responses that were most frequently shared. The ―other‖ category identified the following 

experiences as meaningful: campus job (3 responses), residence hall association (2 responses), 

student ambassador (2 responses), a multicultural program or organization (2 responses), and 

internships, theatre, honor society, and study abroad, each with one response.  

Quantitative Questions 

The survey was categorized into nine sections, which are used below to present the data 

in an organized manner.  Each question is presented with appropriate data analysis presented.  A 

table of means (Table 1) for all questions is presented to provide an overall comparative view of 

the means by question.  It is important to note that a numerical rating of 1 corresponds with a 
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Strongly Agree or Very Significant rating.  Details of the responses with frequencies and 

percentages for each question can be found in the corresponding table in Appendix I.   

 

 

Figure 8.  Single most ―meaningful‖ undergraduate activity, organization, or involvement for 

survey respondents. 

To determine if variance existed by year of attendance, age, ethnicity, or gender a 

multivariate analysis of variance (MANOVA) was completed.  As Table 2 shows, no 
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Table 1 

Tables of Means 

Question Mean 

Rating of the Most Significant Personal or Professional Development Experience 

Attended on Current Life 

 

2.02 

Rating of LeaderShape for Effect on Current Personal or Professional Life 2.18 

Rating of LeaderShape for Effect on Personal Development 2.24 

Rating of LeaderShape for Shaping or Effecting Leadership Style 2.31 

View Conflict as Something to be Avoided 3.47 

View Change as Vital for Growth 1.59 

Have a Deep Self-Awareness 1.86 

View the Ability to Develop Inclusive Relationships as Important for a Leader 1.49 

Degree of Congruence Between Daily Actions or Behaviors and Personal Values 1.83 

Able to Articulate Actions Steps to Implement a Vision of Change 1.78 

Seek Personal or Professional Relationships with Different People 1.90 

Act Consistently with Core Ethical or Personal Values 1.52 

Recognize when Behavior is Incongruent with Values 1.58 

Committed to Identify and Act on Core Ethical and Personal Values 1.68 

Able to Identify Personal Behavior Incongruent with Core Ethical and Personal 

Values 

 

1.64 

Develop Relationships where the Dignity and Contributions of All People are 

Acknowledged and Respected 

 

1.64 
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Table 1 Continued 

Able to Create a Vision for the Greater Good of a Community 2.05 

Able to Develop Skills to Successfully Work in Groups to Accomplish a Vision 1.52 

Able to Articulate Actions Steps to Implement a Vision 1.68 

Able to Increase Capability to Produce Extraordinary Results 1.90 

LeaderShape was a Valuable Experience in Developing a Capacity to Lead 1.77 

Feel Confident and Capable to Lead with Integrity as a Result of LeaderShape 

Experience 

 

1.84 

 

Table 2 

MANOVA Table 

 Dependent 

Variable 

Type III 

Sum of 

Squares 

df Mean 

Square 

F p 

Corrected 

Model 

Year 

Attended 
1565.895

a
 68 23.028 1.325 .085 

Age 23.787
b
 68 .350 1.123 .283 

Ethnicity 88.684
c
 68 1.304 1.098 .321 

Gender 16.424
d
 68 .242 .987 .516 

a.
 R Squared = .406 (Adjusted R Squared = .100).  

b.
 R Squared = .367 (Adjusted R Squared = .040).  

c.
 R Squared = 

.361 (Adjusted R Squared = .032).  
d.
 R Squared = .337 (Adjusted R Squared = -.004). Significant at p < .05 level 

 

LeaderShape memories.  To gain understanding of how participants applied their 

visions from LeaderShape and related the concepts to their current lives, participants were asked 

to identify a statement that most closely reflected their current thoughts.  As Table 3 shows, 
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49.3% of respondents identified that they worked on their vision after LeaderShape but have 

since moved on to other goals.    

Table 3 

Memory and Application of LeaderShape Vision 

 Frequency Percent 

I barely remember my Vision now 40 19.0 

I did not do anything with my Vision after LeaderShape 17 8.1 

I worked on my Vision after returning from LeaderShape, 

but have since moved on to other goals 

104 49.3 

I continue to pursue my Vision today that I created during 

my LeaderShape session 

21 10.0 

I utilize the Vision concept in my current life/work 29 13.7 

Total 211 100.0 

 

Meaningful experiences.  Participants were asked a series of six questions to measure 

the significance of the LeaderShape experience in retrospect on their personal and professional 

lives in present day.  To gain a benchmark understanding, participants were asked how many 

workshops, seminars, or trainings of a personal and/or professional nature they attended to date 

have been meaningful.  The greatest numbers of respondents, as Table 4 illustrates, report 

attending one to two meaningful experiences to date. 
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Table 4 

Number of Meaningful Personal or Professional Development Experiences  

 Frequency Percent 

0 2 .9 

1-2 101 47.9 

3-4 77 36.5 

5 or more 31 14.7 

Total 211 100.0 

 

Participants were asked a follow-up question to identify if LeaderShape was one of the 

meaningful experiences identified in the previous question.  Over 95% of respondents stated that 

LeaderShape was one of the meaningful experiences identified, with 4.8% responding that it was 

not one of the experiences.  While this research was not specifically designed to statistically 

examine this proportion of students who indicated that LeaderShape was one of their most 

meaningful experiences, it should be noted that this is a remarkable proportion of students who 

believe that their experiences at LeaderShape was of such great importance to them.  

The following four questions asked the participants to rate either their most significant 

personal/professional development experiences or LeaderShape for significance on their lives.  

Each of the four questions was analyzed by year by mean and standard deviation, however the 

low number of response rates for some years, as evidenced in Appendix I, Tables 5-8, were 

affected by individual outliers, since nine years had five or fewer responses, so the analysis by 

year was not considered helpful.  For example, the third question in this group of four (Appendix 

I, Table 7) asked respondents to rate the significance of LeaderShape for its effect on their 
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personal development.  A mean of 2.24, with a standard deviation of 1.090, is reported for the 

question overall, however there are four responses from 1991 with a mean of 3.50 and a standard 

deviation of 1.291, so the mean was affected by a negative response with such low numbers of 

responses.  Due to this occurring over several years with low numbers of responses, the 

questions below are analyzed and reported with only the cumulative means representing all years 

for each question.   

The next question inquired how participants would rate their most significant personal or 

professional development experiences previously identified for effect on their current life.  As 

shown in Appendix I, Table 9, 93.8% of respondents cited that their most meaningful 

experiences were Very Significant, Significant, or Somewhat Significant on their current lives.  

The overall mean was 2.02, with a standard deviation of 0.956. The respondents identified strong 

significance from personal or professional development experiences they have previously 

attended on their current lives.  

Participants were asked to rate the significance of LeaderShape on their personal or 

professional lives in the fourth question of the series.  As Appendix I, Table 10, illustrates, the 

results were positive with 92.4% of respondents answering Very Significant, Significant, or 

Somewhat Significant.  A mean of 2.18, with a standard deviation of 1.101, was reported for this 

question, representing that respondents strongly identify LeaderShape as having a significant 

effect on their lives, but the effect was not as strong as their most significant personal or 

professional development experiences overall.   

The fifth question in this section of the survey asked participants to rate their 

LeaderShape experience to shaping or effecting their personal development.  Responses were 

similar to the previous question, with an overall positive response as shown in Appendix I, Table 
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11.  A mean of 2.24, with a standard deviation of 1.090, was reported for this question, reflecting 

that respondents highly rate LeaderShape for having a significant effect on their personal 

development.   

The final question in the section asked participants to rate their LeaderShape experience 

in shaping or effecting their leadership styles.  Once again the data in Appendix I, Table 12, 

reveal a positive lean, with 88.6% of respondents selecting Very Significant, Significant, or 

Somewhat Significant.  A mean of 2.31, with a standard deviation of 1.138, was reported for this 

question, representing that respondents identify LeaderShape as significantly shaping their 

leadership styles, but not to the same degree as the effect on their personal development.  

Application of LeaderShape.  Participants were asked if they have applied or utilized 

any aspect from the LeaderShape experience since their attendance. Respondents indicated 

―Yes‖ (76.1%) they had utilized the experience since attendance; 21.7% selected ―I don‘t recall‖ 

and 2.2% replied ―No,‖ signifying a strong application of the LeaderShape experience after their 

participation by the respondents.   

Personal statements.  The survey asked participants to respond to four statements that 

most closely represented their views at the time of completing the survey.  All four questions 

utilized a five-point scale, consistent with the LeaderShape pre- and post-tests.  The first question 

in this section asked if the participant viewed conflict as something to be avoided.  As shown in 

Appendix I, Table 13, 51.2% of respondents disagreed with the statement, with 20.2% selecting 

either Strongly Agree or Agree.  The mean was 3.47, with a standard deviation of 0.954, 

indicating a lean towards addressing conflict rather than avoiding it, which is a behavior that is 

expected from individuals with advanced leadership training.   
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The second personal statement question asked if the participants viewed change in 

organizations as vital for growth. As shown in Appendix I, Table 14, 93.4% of respondents 

selected Strongly Agree or Agree.  A mean of 1.59, with a standard deviation of 0.658, indicates 

an acknowledgement by respondents that change is necessary for organizations to grow.   

Participants were asked if they have a deep self-awareness of who they are and how 

others see them in the next question of the series.  As Appendix I, Table 15, shows, most 

respondents, 89.2%, either Strongly Agreed or Agreed with the statement.  A mean of 1.86 and 

standard deviation of 0.670 indicate that respondents are self-aware.   

The final question of the personal statements series asked if the participant views the 

ability to develop inclusive relationships as fundamentally important to the role of a leader.  As 

shown in Appendix I, Table 16, 96.2% of respondents selected either Strongly Agree or Agree in 

response.  A mean of 1.49 and standard deviation of 0.619 demonstrate that respondents view the 

role of a leader to include developing inclusive relationships.   

Behavior congruence.  As a measure of integrity, participants were asked to what degree 

they felt their daily actions or behaviors were aligned with their personal values on a seven-point 

scale.  As shown in Appendix I, Table 17, 30.0% of respondents selected Very Congruent and 

59.2% selected Congruent.  A mean of 1.83 and standard deviation of 0.668 were reported for 

this question, indicating survey respondents self-identify their behaviors to be congruent with 

their personal values.   

Confidence in leadership tasks.  The survey asked a series of four questions regarding 

the participants‘ confidence in specific leadership tasks.  All four questions utilized a five-point 

rating scale ranging from Strongly Agree to Strongly Disagree.  The first question inquired if the 

participants were able to articulate the action steps necessary to implement a vision of change.  
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The majority of responses, 52.1% as Appendix I, Table 18 shows, agree that they could articulate 

the actions steps for a vision of change.  This question had a mean of 1.78 and standard deviation 

of 0.699.  The results indicate that respondents believe they are capable of articulating the action 

steps to implement a vision of change.   

The second question in this section asked if participants sought out relationships, either 

personally or professionally, with people different from them.  As shown in Appendix I, Table 

19, 81.7% of respondents chose either Strongly Agree or Agree for this statement.  This question 

had a mean of 1.90 and a standard deviation of 0.780, indicating that respondents seek diverse 

relationships.   

The third question in the series asked participants if they act consistently with their core 

ethical and personal values.  Appendix I, Table 20, shows 98.6% of respondents selected either 

Strongly Agree or Agree, with no responses on the negative end of the scale. A mean of 1.52 and 

a standard deviation of 0.528 were reported for this question.  The results indicate that 

respondents report that their actions are consistent with their values.   

The final question of the confidence in leadership tasks series inquired if the participants 

recognize when their behavior is not in congruence with their values.  As shown in Appendix I, 

Table 21, 96.7% of respondents selected either Strongly Agree or Agree with the statement, with 

only one individual selecting a negative response.  A mean of 1.58 and a standard deviation of 

0.575 were reported for this question, indicating that respondents are able to identify when their 

behavior is incongruent with their values.   

Current abilities to LeaderShape outcomes.  Participants were asked to rate their 

current abilities in relation to seven LeaderShape outcomes on a 7-point scale from Strongly 
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Agree to Strongly Disagree. Results indicate that respondents identify a strong confidence in 

their current abilities to identify with and act upon the seven LeaderShape outcomes.   

As Appendix I, Table 22 shows, 88% of respondents either Strongly Agreed or Agreed 

with the statement, ―I am committed to identifying my core ethical and personal values and then 

to act on them.‖  This question had a mean of 1.68 and a standard deviation of 0.739.  The results 

indicate that respondents continue to be committed to the LeaderShape outcome of identifying 

and acting on their values.   

As shown in Appendix I, Table 23, 99% of respondents either Strongly Agreed, Agreed, 

or Somewhat Agreed that they could identify when their behavior was not in congruence with 

their core ethical and personal values.  A mean of 1.64 and standard deviation of 0.628 were 

reported for this question, indicating that respondents report an ability to identify when their 

behaviors are incongruent with their values.   

The third LeaderShape outcome asked if participants ―develop relationships where the 

dignity and contributions of all people are acknowledged and respected.‖  As Appendix I, Table 

24, shows, 47.6% of respondents selected Strongly Agree and an additional 41.8% selected 

Agree.  This question had a mean of 1.64 and a standard deviation of 0.702, indicating that 

respondents report developing relationships based on respect and dignity.   

Participants were asked if they were ―able to create a vision for the greater good of a 

community, which includes a ‗healthy disregard for the impossible‘‖ as the next LeaderShape 

goal.  As Appendix I, Table 25, shows, the results demonstrate greater distribution of responses, 

however 74.5% of respondents still Strongly Agreed or Agreed with the statement.  A mean of 

2.05 and a standard deviation of 1.001 were reported for this question.  The results indicate that 
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respondents report an ability to create a vision as described at LeaderShape, but at a lesser degree 

of confidence in their current abilities than the other questions in the series.   

The fourth LeaderShape outcome asked participants to rate their current ability to 

develop skills to successfully work in groups to accomplish a collective vision.  Of respondents 

99%  identified that they Strongly Agreed, Agreed, or Somewhat Agreed with the statement, as 

shown in Appendix I, Table 26.  A mean of 1.52 and a standard deviation of 0.658 were 

reported, indicating that respondents continue to identify an ability to work in groups to achieve 

goals.   

The next outcome inquired if the participants were able to articulate action steps to 

implement a vision.  As shown in Appendix I, Table 24, 99.5% of respondents Strongly Agreed, 

Agreed, or Somewhat Agreed that they could articulate the action steps for a vision.  A mean of 

1.68 and a standard deviation of 0.705 were reported for this question.  The results indicate that 

respondents identify an ability to break down the steps for a vision to be implemented.   

The final LeaderShape outcome asked participants to rate their current ability to increase 

their capability to produce extraordinary results.  As shown in Appendix I, Table 28, although 

the results indicate more ―Somewhat Disagree‖ responses than the previous outcome questions, 

94.7% of respondents selected Strongly Agree, Agree, or Somewhat Agree as their answer.  This 

question had a mean of 1.90 and a standard deviation of 0.876.  The results indicate that 

respondents identify an ability to achieve results.   

Term/Word.  Participants were asked two questions to identify their current perspectives 

on leadership.  The first question asked which word best described them as a leader, with 73.2% 

of respondents selecting ―Interdependent,‖ 25.8% selecting ―Independent,‖ and 1.0% selecting 

―Dependent.‖  The second question asked which word set best described the participants‘ views 
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of leadership, resulting in 63.5% of respondents selecting ―Relationship motivated (concerned 

with leader-member relations,‖ 34.6% selecting ―Task oriented (focused on achieving a goal),‖ 

and 1.9% selecting ―Position power (based on title or authority).‖   

Rate LeaderShape.  Participants were asked two questions to rate their LeaderShape 

experiences.  The first questioned, ―In general, the LeaderShape Institute was a valuable 

experience in developing my capacity to lead.‖  As shown in Appendix I, Table 29, 84.4% of 

respondents either Strongly Agreed or Agreed that LeaderShape was a valuable leadership 

development experience, with very few individuals disagreeing.  A mean of 1.77 and a standard 

deviation of 1.059 were reported for this question, indicating that respondents continue to 

identify LeaderShape as a valuable experience.   

The second question asked participants if the participants felt confident and capable to 

lead with integrity as a result of their LeaderShape experiences.  As Appendix I, Table 30, 

shows, 93.7% of respondents selected Strongly Agree, Agree, or Somewhat Agree that they feel 

more confident in their abilities to lead as a result of attending LeaderShape, and only 13 people 

said either they Disagree or Neither Agree nor Disagree with the statement.  A mean of 1.84 and 

standard deviation of 1.021 was reported for this question, indicating that respondents continue 

to relate at least some of their confidence and leadership abilities to their LeaderShape 

experiences.   

Summary of Findings 

The data provide insight into the strong affiliation that program graduates have for 

LeaderShape.  Respondents identified LeaderShape as an influence in their leadership styles or 

practices, evident by the positive responses in the data. LeaderShape remains a meaningful 

experience for the respondents and rates highly in comparison to other personal or professional 
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experiences attended.  Five survey questions, each with over 91% responses of Strongly Agree, 

Agree, or Somewhat Agree, describe the significant effect LeaderShape has had on participants‘ 

personal or professional lives. Based upon the data, respondents continue to have opinions or 

practices that are consistent with the leadership principles and intended outcomes of the program.  

Twelve questions were analyzed to determine the degree of consistency to the outcomes, with all 

questions rating over 74.5% Strongly Agree or Agree in self-confidence or ability. In addition to 

identifying leadership principles consistent with LeaderShape, the respondents strongly indicated 

congruent behavior between their values and their behaviors with three questions each over 96% 

Strongly Agree, Agree, or Somewhat Agree.  With very few outliers, the data remain consistent 

in the positive responses in support of the LeaderShape experience and the program‘s principles 

and intended outcomes through the years after attendance.   
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CHAPTER 5 

OPEN-TEXT QUESTION RESULTS 

The survey included four open-text questions that were analyzed individually for 

common themes.  An additional layer of analysis was utilized by reading the responses by year 

of attendance to determine if differences existed among the respondents.  Although each question 

was analyzed independently, common themes exist in the responses overarching all four 

questions.   

The analysis by year of attendance was completed in an attempt to identify age-related 

response differences.  An assumption was made that attitudes would vary with an increasing 

number of years since attendance due to other experiences.  However, no apparent difference in 

the responses existed by year of attendance for all four questions, so each theme identified was 

consistently introduced over the entire span of years in the data.  Similarly, grouping years 

together did not identify any additional themes.   

Most Significant Memory of LeaderShape 

Participants were asked, ―What is your most significant memory of LeaderShape?‖  

Responses were categorized into four common themes, including the people they shared the 

experience with, the environment, elements of the curriculum, and a few less than positive 

memories that remained. 

People.  Overwhelmingly, the most common response with regard to the most significant 

memory of LeaderShape from respondents included a mention of the people they met and 



62 

attended their sessions with.  The shared experience with a group of ―amazing‖ and 

―unforgettable people‖ with other ―student leaders like me‖ remained overshadowed by the 

relationships that were made.  Three respondents identified meeting their future spouses at their 

LeaderShape sessions and others identified ―lifelong friends‖ that have remained in contact years 

after the experience.   

Beside the people at the session, the interactions of the individuals at the LeaderShape 

experience created the lasting memories for the respondents. ―Personal interactions with other 

members and staff of the LeaderShape session‖ was representative of the memories providing 

additional detail of how the people the respondents met were memorable. The conversations that 

occur at LeaderShape among participants seem to be ―meaningful‖ as well. One person described 

the following: 

One night a group of us decided to go out for a walk into the woods and we came across 

this huge statue in a clearing.  We all just sat for awhile and stared up into the sky—it 

was a perfectly clear night—and it sparked some great conversation about life, love, and 

our futures. 

Another participant described, ―I have many wonderful memories of LeaderShape, but 

my most significant memory is of the nights we all sat around and talked about the future, 

challenges facing our generation, and learning more about each other.‖  In addition to the 

conducive atmosphere and a group primed to discuss and identify change, the memories of such 

conversations lasted because of the quality of the discussions.   

Respondents also identified their Family Cluster, or small group, as being ―the most 

significant and intimate part of my experience,‖ as one person wrote. One respondent described 

the Family Cluster memory as ―I felt like I belonged to a real family.‖  Others discussed the time 
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they spent with members of their Family Cluster, the emotions they were willing to share with 

the group, and the support they received as being memorable.  One person described ―the 

feedback from my family cluster that positively reinforced my risk-taking behavior and the 

blossoming of my personality that came with that‖ as his or her significant memory of 

LeaderShape.  The Family Cluster developed a cohesive group that was ―safe‖ for participants to 

discuss, share, and develop. 

Environment.  The physical location of the LeaderShape sessions, as well as the 

atmosphere that was developed by the participants, was also memorable for the respondents. The 

national sessions of LeaderShape for the sample population were held at the Allerton Park and 

Retreat Center, operated by the University of Illinois at Urbana-Champaign and located in 

Monticello, Illinois (Allerton Park and Retreat Center, 2010). One respondent stated, ―Allerton, 

that place was special.‖  A couple of respondents specifically identified the location where they 

stayed at Allerton, the Gate House or the House in the Woods, as significant elements of their 

memories.  

The location appears to have fostered an environment that was ―supportive and very 

friendly,‖ allowing participants to bond. One respondent mentioned the ―late night talks until 

wee hours of the night,‖ while another discussed ―an adventure to see the sun rise‖ with a small 

group and a facilitator. The peaceful, secluded setting allowed participants to focus, separated 

from the remainder of the world.  One respondents described the following: 

My most significant memory of LeaderShape was being cut off from the world for one 

week, and then thrust back into it at the airport, and seeing what had been a killing spree 

and other news events that completely shocked me. I had spent one week in serious 

thought with great people learning so much and being so positive and breaking barriers to 
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only see how set apart we were from the functioning society. I‘ve actually used this 

method before of isolation to regroup and think. My brain was racing with ideas and 

thoughts for the next few days. It was surreal.  

Overall, the environment developed something special for several participants conducive 

to discussions, development, and reflection. 

Curriculum.  Respondents identified several specific elements of the week-long learning 

experience as significant memories of their LeaderShape experiences. Although the curriculum 

has undergone minor modifications over the years, such as timing or specific exercises, the basic 

elements have remained consistent(LeaderShape, 2008b).  Comparing the responses with a 

typical timeline of events for LeaderShape (2008b), each day was represented in the responses 

beginning with the team building exercises in the first days and concluding with final 

presentations before departing Allerton.  In fact the ropes course and/or ice breakers were 

mentioned 14 times and the pebble, given to participants at the closing ceremony to signify the 

expanding ripples one stone can make, was mentioned twice as being significant memories.   

The vision element of the curriculum was one of the most common memories identified 

by respondents, appearing 14 times.  One typical response was ―trying to develop my vision.  I 

got so upset because I could not think what to do.  Finally, I just wrote everything that frustrated 

me on a piece of paper and it just emerged!‖  Not only was the process of developing the vision 

significant, but the realization of needing to rely on others for assistance that was gained from 

the experience was also memorable. A participant noted that ―creating our personal vision and 

realizing our interdependence—that we need the support of others to help realize our vision and 

that we are a critical part of helping others achieve theirs‖ was a significant memory. The vision 
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exercise is more than establishing a personal stretch goal, as one participant also wrote ―how to 

build support for my ideas‖ in response to the questsion. 

Star Power, an exercise utilizing colored chips to discuss issues of power and privilege, 

was identified by respondents either specifically by name or by description nine times.  Not all of 

the memories were positive, yet they were memorable.  One participant described ―Star Power—

it was not a pleasant experience for me, but it definitely shaped who I am as a person and 

solidified certain principles for me.  I wouldn‘t trade that experience for the world.‖  Another 

significant memory mentioned ―the game where all of the power went to a few and how we got 

caught up in our roles easily.‖ This particular exercise created a lasting impact on participants 

that lasted to the point where the name of the exercise, how the game was played, and the 

attitudes of the participants all were memorable through the years.  

The values clarification element of the curriculum also developed a significant impact on 

participants. ―I learned more about myself in those days than I had in all the 21 years I had been 

alive.‖  Another respondent stated, ―I think that the most significant memory was really learning 

about myself and who I am . . . and learning how to be true to myself and in my capacity as a 

leader.‖  In addition to the personal insight the values exercises initiated, ―the importance it 

placed on making sure the organizations you are involved with share the same values as you do‖ 

was also mentioned as a lasting memory of the LeaderShape experience.   

Integrity is an important theme of LeaderShape and was directly mentioned seven times 

by respondents as a significant memory.  One respondent identified ―the encouragement and the 

excitement about leading with integrity‖ as being significant.  Another respondent mentioned 

that ―learning how to be a person who leads with integrity and always tries to do the right thing 
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concerning other people‖ was an important theme. The individual commitment to live and lead 

with integrity was identified by some as sticking in their memory over the years. 

Additional elements of the LeaderShape curriculum were identified singularly by 

individuals as being significantly memorable, yet are worthy of mention because of the 

specificity of the element being mentioned after so many years. Respondents identified the 

following as being significant for them: the ―Blue Eyes, Brown Eyes‖ discussion, the ―World 

economics game,‖ an ―etiquette dinner,‖ a ―world meal exercise,‖ simulation exercises, and the 

―DISC assessment.‖  Additionally, a couple of respondents mentioned the time spent with 

business leaders as being a memorable part of the experience.  

The diversity part of the curriculum provided a lasting memory for some respondents, 

specifically identified as ―being exposed to racism.‖  One respondent recalled a specific 

conversation as being significant: ―I remember a conversation with my lead facilitator where we 

discussed privilege and my role as a white male in advocating for underserved populations across 

campus and confronting discrimination within my organization.‖ Although not identified very 

often, the diversity presentation and conversations were effective in making a significant 

memory for some individuals.  

Less than positive memories.  Three respondents described less favorable memories of 

their LeaderShape experiences.  One respondent mentioned ―not being allowed to leave to go 

buy cigarettes‖ as a significant memory. Another respondent described an alcohol confrontation 

in which he felt ―enraged by the whole process and became very disenchanted.‖  This person 

concluded that his ―experience is obviously a rare anomaly, but it impacted my overall 

experience and tainted what I was there to do and accomplish.‖  Another respondent identified a 

different situation at the conclusion of the session that was incongruent with the previous 
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learning experiences and discussions.  ―On the final day of the session, after hearing about 

various integrity based principles, learning that the jukebox used to provide a soundtrack for the 

week‘s events was stocked with pirated music‖ was the significant memory of that individual‘s 

LeaderShape experience.  These less than positive accounts of the respondents‘ LeaderShape 

experiences provide examples of how quickly a seemingly positive experience can turn negative 

in a turn of events.   

Why the Memories Endured 

Participants were asked, ―what was it about those memories of LeaderShape that make 

them stand out for you now?‖  Reponses included the lasting friendships and the people who 

were part of the experience, individual effects, the intensity of the experience, and the 

applicability of the program in the future.   

Lasting friendships and people who were part of the experience.  Respondents 

identified the individuals who attended their LeaderShape sessions with them 28 times to explain 

why the memories continued to be significant.  One person described, ―I remember those that 

had an impact on me that week.‖  In addition to the marriages that were mentioned following the 

LeaderShape sessions, several respondents identified lasting friendships that were fostered 

during the session and continue to present day.  ―I still keep in contact with at least 5 participants 

from my session, including 1 lead facilitator and intern.‖  Intensive group connections were 

fostered by the experience, described as a ―sense of community and support‖ and ―the spirit of 

fellowship that developed.‖   

The meaningful relationships were further cultivated by the ―openness of the people in 

my cohort‖ and ―the shared experience of a group of people from all walks of life contemplating 

leadership together.‖  One respondent stated, ―Everyone was friendly, welcoming, and had a 
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desire to learn and be better leaders.  It was refreshing to be around others who were like me!‖  

The shared ambition and energy of the group was not lost in the moment, nor with the test of 

time: ―the camaraderie and the desire from the other attendees to strive to make a difference was 

a truly rewarding experience.‖   

Individual effects.  Not only were the relationships a significant part of the experience, 

but the opportunity to be with like-minded leaders from across the country discussing serious 

issues appears to have affected individual development as well. ―You don‘t often have the 

opportunity to discuss yourself and ideas with a room of people that collectively have the ability 

to help you grow in some way or another.‖  A couple of respondents mentioned how a ―barrier 

was removed,‖ allowing participants to step outside of their comfort zones since the ―people 

were really open and willing to put themselves out there.‖  One respondent stated, 

My home group wanted me to understand that my voice mattered and always pushed me 

to talk first during discussions. That action during the retreat makes me now understand 

the importance of my voice and speaking out about what I value and believe in. 

The respondents reported becoming more self-aware as a result of attending their 

LeaderShape sessions.  One person stated, ―It changed me in the way I look at myself and how I 

want to lead.  I have made significant changes and reflect on my experience quite often.‖  Other 

respondents made statements of how they gained confidence as a result of their attendance or 

how the focus on values assisted with their development.  A respondent replied that the 

LeaderShape experience ―really helped identify the person that I really am, and AM NOT‖ to 

explain why the experience and memories were significant over time.  ―LeaderShape was a 

catalyst for change‖ for another respondent, in describing her view of leadership, her personal 

confidence, and the application of her experience after returning to college.   
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A couple of the respondents described the unique role LeaderShape plays in the 

education arena.  One person described the unique experience by stating, ―it was a fairly in-depth 

growth process over a brief period that created very tight bonds and it felt very personal.  Unlike 

any other experience I‘d had in terms of my own development into adulthood.‖  Another person 

responded, ―I believe LeaderShape is vital for the development of leaders with integrity.  We 

don‘t always get these lessons at home, we don‘t get them at school.  LeaderShape fills in an 

educational gap.‖  The experience was further described as laying a foundation for the 

respondents for both their approaches to leadership, as well as their own self-identities and 

―moral code.‖   

Intensity of the experience.  Respondents described their memories and experiences of 

LeaderShape as being powerful and intense, in addition to being fun.  One person described it as 

a ―powerful week, I walked [away] feeling I can accomplish most anything as long as there is a 

collective vision, with passion, integrity, and commitment.‖  Others realized the magnitude of 

their attendance by describing how they felt fortunate and how ―proud of where I was at in that 

point of my life.‖  One person even described the LeaderShape session as ―a very spiritual 

experience for me.  I felt safe, I felt surrounded by people who also dreamed big.‖   

The environment that was created was also mentioned as playing in role in the 

significance of the experience and memories.  A respondent described, ―the intense leadership 

training session allowed for sharing, comfort, care, and the environment was conducive to 

learning.‖  The physical surroundings, combined with the atmosphere that the facilitators and 

participants created, allowed participants to share openly. One respondent stated, ―I was 

impressed that an environment had been created where people felt comfortable sharing their 
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most intense joys and pains with near strangers.  It was like summer camp, but more 

professional.  Like church, but without the longstanding interpersonal relationships.‖   

A specific element of the curriculum was also identified as being significant enough for 

the memories of LeaderShape to endure.  Star Power was described as being ―a very powerful 

exercise, [it] really made me think‖ and ―I always try to guard against such a thing happening. I 

do not want to get caught up in a moment like that again.‖  One respondent reflected that 

although the chips in the game were ―meaningless‖ that the misuse of power in different 

circumstances was ―scary and eye opening.‖  Star Power had an impact on the respondents at the 

time of the experience that continued to be significant. 

Although some respondents described Star Power in the context of power with respect to 

relations with others, some other respondents described their memories to Star Power with 

respect to diversity.  One person stated, ―This was the first time that I can recall where I was 

confronted with discrimination in a way that made it real and relevant to my own experiences.‖  

Another respondent identified the exercise as how ―it helped strengthen my desire for justice and 

my intolerance for inequality.‖  A final person described Star Power in the following way: 

It was an eye opening experience especially for people who had never been discriminated 

against before, it showed that all of humanity must learn to respect one another regardless 

of our differences and in doing that activity I think we all left with a new respect for 

people who were different than us and with a goal to lead our communities in teaching 

the same lesson from what we experienced that night regardless of what our vision was, 

equality is a must for us to survive. 

The lessons learned from this single exercise, Star Power, in the LeaderShape curriculum has had 

long-lasting effects on the perspectives of diversity and relations to others for these respondents.  
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Applicability to the future.  For a group of respondents, the memories of LeaderShape 

endured because of how they were able to apply the information and knowledge gained at the 

experience after they left Allerton. The experience was described as ―continuing to inspire‖ and 

have an effect on the respondents for how they approach life and work. One respondent stated, 

―LeaderShape has had a remarkable impact on my life with respect to how I approach things—

Leading with Integrity.  I‘m not perfect, but I strive to represent myself and work on behalf of 

others to improve the common good.‖  Another person described how LeaderShape assisted with 

finding a vocation, by ―informing my graduate school choice and profession.‖  The application 

of the LeaderShape experience continues for these respondents indefinitely with descriptions of 

how they ―reflect on their values and experiences‖ and how ―it changed how I carry myself on a 

daily basis.‖  A personal commitment to improvement was described as ―I personally challenged 

myself to live and lead with more integrity . . . I continued to do that everyday after.‖   

Memories of the LeaderShape experience continue to be fostered by the ―take-away‖ 

items that participants departed their session with.  One person described retaining a specific 

Robert Kennedy quote and that ―I still have the pebble, making ripples.‖  Although not positive, 

another respondent mentioned ―the shirts were terrible—would never forget them!‖ as a reason 

for why LeaderShape memories continued to be significant.   

Applications or Utilization of the Experience 

The third open-text question on the survey asked participants, ―What aspects of the 

LeaderShape experience have you applied or utilized?‖  Respondents identified three major 

components, vision or goals, values and integrity, and group development with an additional set 

of less common aspects and applications also discussed.  
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Vision or goals.  The vision and goal-setting element of the curriculum was the most 

common aspect of LeaderShape that was applied or utilized after attendance by the respondents, 

identified 66 times.  Some of the applications were of a personal nature, using the ―techniques to 

see where I want to go and who I want to become.‖  Other responses indicated utilizing the 

vision exercise in a professional context, such as ―I continually envision myself in possible 

future roles in my profession, and constantly work to achieve that vision.‖  One person said, ―I 

used some of the goal-setting session with executive boards that I have served on.‖  The use of 

long-term and stretch goals were also identified as component elements that have been utilized, 

in addition to the concept that a vision is likely to change as time progresses.   

Values and integrity.  The second most frequent aspects of LeaderShape that were 

identified as being applied were the values clarification and focus on integrity elements, 

identified collectively 57 times.  In fact, 28 respondents stated a specific reference to ―leading 

with integrity,‖ an important element of LeaderShape‘s vision.  The respondents identified living 

with integrity as a ―personal philosophy‖ and daily approach to life in all aspects.  One person 

stated, ―Defining and maintaining a core value structure has been paramount in my development 

and was a tremendous realization.‖  Another person identified that ―building my assets and 

character at LeaderShape has forever shaped me into the professional I am today.‖   

Group development.  Respondents identified teamwork or group development 25 times 

as an element from LeaderShape they applied since attendance.  The collaboration skills and how 

to ―effectively work with people‖ were useful skills that were developed at the Institute and 

found application for the respondents at a later time.  Four individuals specifically mentioned 

utilizing icebreakers and ropes courses as experienced at LeaderShape were important elements 

to build trust and the team.   
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Other curriculum components.  Additional elements of the curriculum were mentioned 

less frequently in the responses than those described previously.  A ―healthy disregard for the 

impossible,‖ part of LeaderShape‘s definition of a vision, was identified four times by 

respondents as an exact quote.  The Star Power exercise was identified by respondents as being 

utilized following their LeaderShape experience, although maybe not exactly as they 

experienced: 

I have implemented some of the activities I learned at LeaderShape.  For example, the 

―Star‖ game has proven to be quite interesting.  But I also learned how not to implement 

it after the failure of the two chief coordinators from my session.  People wound up 

leaving hurt and upset from that activity.  A certain sensitivity is necessary when 

applying such a challenging scenario.  Especially for people so young and unexposed to 

certain life lessons.   

Contextual application.  A group of respondents identified elements of the program they 

used from LeaderShape in relation to the context or setting in which the materials have been 

applied.  The responses have been grouped as the student role, professional contexts, and the 

LeaderShape binder which was identified as a reference tool for the material.   

Six respondents identified application of the LeaderShape material in their undergraduate 

leadership roles following the experience.  Most of the responses were vague, only stating that 

the experience was helpful or that they organized a leadership conference at their institution 

without mentioning anything from LeaderShape in particular that they utilized.  However, one 

respondent did state, ―in a student government position I asked my direct reports to articulate in 

writing a vision for their department.‖   
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A second group of respondents identified professional applications of the LeaderShape 

experience and information gained.  One person stated, ―I currently work in the field of 

international development and public sector reform.  On a daily basis, I must build 

relationships—my working community—in order to achieve the greater good in developing 

nations.‖  Another person identified ―my bread and butter comes from corporate communication 

workshops and facilitating teambuilding workshops.‖  Other respondents identified how they 

utilize LeaderShape activities or lessons in relation to the students they work with or the staff 

they manage.   A couple of the respondents even stated that they served LeaderShape in a 

volunteer role, as a cluster or lead facilitator, in the years following their attendance as a student.   

Three respondents specifically mentioned referencing their LeaderShape notebooks after 

leaving the experience.  One person said, ―I still have my notebook and look back to remember 

lessons learned, as well as create a reading list for travel.‖  Another respondent identified relying 

on the binder as a reference tool, while another used the binder for specific purposes.  

I often continue to utilize the theoretical materials related to team behaviors (MOB, TOB, 

and SOBS) and team development (i.e. Jacob‘s ladder), and intrapersonal development 

(Johari‘s window); selected quotes from my participant binder; modified activities (i.e. 

Videre); and in general leverage my memories and experiences when working with others 

as examples.   

The binder has been identified as another ―take-away‖ item that respondents have utilized 

to remind them of the LeaderShape experience and for the purpose of applying the material.   

Definition of Leadership 

The last open-text question on the survey asked participants, ―In your own words, how 

would you currently define leadership?‖  Themes were identified from the responses through 
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common words or phrases, with three elements appearing frequently: maintaining integrity and 

values, leading in relation to a group, and identifying a set purpose or goal.  Most responses 

adequately provided enough information in the definition to be categorized, with only a few 

exceptions.  The shortest response to the question was a one-word answer, ―struggling,‖ while 

possibly the most non-descript response was ―the activity of leading.‖  A couple of people 

defined LeaderShape, instead of leadership, resulting in these responses not being included in the 

analysis.   

Contextual frames.  Respondents utilized a set of words to provide a contextual frame to 

their definitions of leadership.  Each word choice implies a perspective on leadership and an 

innate understanding of whether the person believes that leadership is a natural talent or if it can 

be learned.  Sixty-seven respondents described leadership as ―ability to‖ do something; whether 

that included to act, to inspire, to motivate, etc., depended on the response.  Four people defined 

leadership as a ―process.‖  Three people said that leadership was an ―action or an act,‖ while two 

people stated that leadership was a ―position.‖  Other words to frame leadership that were used 

only once included: an ―activity,‖ ―a responsibility,‖ ―managing,‖ and a ―trait environment.‖   

As leadership is often associated with power, it is important to note that only two 

respondents used ―power‖ in their definitions of leadership.  One person defined leadership as 

―getting others to realize the great power they have within themselves.‖  Another respondent 

stated, ―Having the power to lead and respecting the power and not using it to take advantage of 

others.‖  Each of these definitions acknowledges a power relationship that exists with leadership, 

but also implies that the leader has a responsibility to the group he or she is working with in how 

to use such influence.   
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The word ―choice‖ for the people the respondents were interacting with or affecting in 

their definitions of leadership remained consistent overall.  The most common reference was to 

refer to ―others‖ in terms of the people with whom the leader works.  Others, however, identified 

the people being led as ―followers,‖ ―group,‖ ―team,‖ or as one respondent said, ―community 

network.‖   

Integrity or values.  The first theme in the data identified the importance of values and 

either demonstrating or maintaining integrity in their leadership definitions.  Respondents 

acknowledged the importance of leaders being role models and ―setting an example‖ for the 

people they are leading or interacting with.  Such statements imply a commitment to acting with 

good intentions and ethical behavior.  Some respondents defined leadership with a personal 

approach to values, stating that it was necessary to ―maintain a strong moral compass‖ and to act 

with ―congruence‖ with one‘s values and ―authenticity.‖   

Relationship with a group.  The second theme for the definition of leadership provided 

a relationship framework, recognizing that leadership is not an individual action but involves 

others.  The definitions provide a varying set of action verbs to define the relationship, however, 

including motivating, inspiring, empowering, engaging, encouraging, serving, cooperating, 

advocating, developing, collaborating, and elevating.  The respondents most often used either 

―motivating‖ (24 times) or ―inspiring‖ (23 times) in their definitions.  One person described the 

leader‘s role while implying the relationship with the group by simply stating the definition as 

―being the first follower.‖  Overall, the responses provided a positive, helping tone to describe 

leadership with respect to the group with which the leader interacts.   

Identifying a set purpose or goal.  The final theme in the leadership definition 

responses addressed the purpose or goals for the leader to aim for or work towards.  Several 
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respondents identified a ―common goal‖ as the objective of leadership, implying an end product 

that has been discussed and agreed upon between the leader and the group.  A smaller group of 

respondents used the vision language to define the purpose of leadership.  Phrases such as 

―defining a compelling vision for others to share‖ and ―having a vision towards change‖ were 

expressed in the definitions.   

The majority of responses did not express the goals as either personal or professional in 

nature, however, an overtone existed in the responses regarding improvement.  One respondent 

defined leadership as a ―dynamic, consensus-based process of formulating a shared vision 

toward the end of bettering a community.‖  Other respondents phrased the positive end-result 

more simply, including: ―a beneficial common goal,‖ ―to make a difference,‖ and ―to improve 

the quality of life.‖  Another person defined leadership as ―the ability to discern and act in a 

manner that works toward the greater good or goals striving for the greater good.‖  The positive 

movement towards the end result was also expressed a few times as change.  One respondent 

expressed her definition of leadership as ―a relational process grounded in congruence and 

authenticity, working towards positive change.‖  The importance of clarifying that the change 

should be positive or working ―towards the greater good‖ implies that an inherent role of 

leadership is to ―not cause harm or destruction‖ and to ―better a community.‖   
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CHAPTER 6 

DISCUSSION 

Based upon the data, LeaderShape could be characterized as an emotionally charged, 

positive growth experience that develops a lasting effect on program graduates by developing 

strong connections, enhancing personal values, and developing a commitment for leaders to 

influence positive change.  The following discussion responds to the study‘s research questions 

and then presents implications for the study and possibilities for further research.   

Memory Retention of LeaderShape Influencing Practices 

To identify if elements of LeaderShape influence the current leadership style or practices 

of program graduates, the survey inquired about significant memories of the program and why 

those memories stood out or remained significant for participants.  The data present evidence 

that memories of the LeaderShape experience last for years after attendance for program 

graduates.  Specifically, the relationships that were developed at the Institute strengthened the 

memory retention for participants because of the quality of interactions during the one-week 

sessions and for the lasting friendships that continue to exist post-attendance.  During the 

Institute, both the physical environment and the atmosphere of trust allowed participants to open-

up, share, and explore some personal and emotional information—each contributing to 

developing a strong emotional experience.  

Somewhat surprisingly, respondents mentioned specific elements of the LeaderShape 

curriculum in their recollection of memories, demonstrating strong lasting effects on the program 
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participants.  The Star Power exercise was the most mentioned program element, with program 

graduates recalling the emotion of the session and discussing outcomes related to understanding 

power and privilege and appreciating diversity.  Other specific curriculum components were 

identified, but were not identified as frequently as Star Power.  Due to the time since 

participation for the survey respondents, the specific naming of curriculum elements was 

unexpected.  A general description of the exercise or the outcomes was anticipated, but the 

specific identification of the exercise, recalling how it was played and the emotions experienced, 

was not anticipated.  The inclusion of these descriptions speaks to the powerful experience of the 

exercise to remain in participants‘ memories over the years.   

Overall the memories that were recalled demonstrate the greatest influence on program 

graduates‘ self-awareness and personal approaches to life or work.  Although the experience was 

labeled as fun and powerful, the data suggest a significant amount of values exploration and 

development occurred at LeaderShape that continues to influence current approaches to 

interacting with others and personal identity.  Respondents demonstrated a commitment to 

leading with integrity through personal behavior as well as interactions with others.  The 

leadership-related components of the program, such as vision and creating change, were 

mentioned, however, the values clarification element of LeaderShape seems to have the strongest 

lasting effect on program graduates.   

Role of LeaderShape Influencing Practices 

To understand the role of LeaderShape on current practices in relation to other programs 

attended, the research investigated the degree to which program graduates identify LeaderShape 

as influencing their leadership styles or practices.  The results of seven survey questions were 

used to form an answer to this question.   
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A strong majority of respondents, 95.2%, identified LeaderShape as a personally 

meaningful experience with very strong responses identifying LeaderShape as having an effect 

on their lives, on their personal development, and shaping their leadership styles.  In addition the 

data indicate a very strong indication that LeaderShape was a valuable experience in developing 

leadership capacity and building confidence.   

Very few respondents indicated any negative responses in this series of questions, leading 

to two presumptions: either program graduates continue to identify strongly with LeaderShape 

and the effect it had on their lives, or the respondents were more apt to be positive because  

people with negative feelings had already selected not to respond or no longer remain in contact 

with the program.  Solely based upon the data though, program graduates strongly identify 

LeaderShape as an influence on their leadership styles and current practices.   

Consistency with LeaderShape Outcomes 

The third research question inquired about the degree to which the opinions or practices 

of program graduates are consistent with the stated outcomes of LeaderShape.  Sixteen survey 

questions contributed to this response.  Overall respondents continued to identify either 

confidence or the ability to act with the intended program outcomes.   

Respondents indicated that they had utilized aspects of LeaderShape from doing so 

immediately following the experience at their undergraduate institutions to providing more 

recent examples of applications, with specific elements of the program identified.  The strongest 

responses mentioned the vision element and values or integrity development components in both 

the qualitative and quantitative results.  The importance of relationships and working with others 

who are different were also identified as outcomes that respondents continue to relate to; 

however the quantitative results are less strong, yet still remain over 80% on the positive end of 
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Strongly Agree or Agree.  This differentiation in the results may demonstrate a difference in 

being committed to the idea of diversity and the act of developing or seeking diverse 

relationships.   

The two questions that are less strongly rated asked how the participants view conflict 

and their abilities to create a vision for the greater good.  Just over 60% of respondents indicated 

they Disagree or Strongly Disagree that conflict is something to be avoided, which supports the 

idea either that some people still avoid conflict or that participants did not read the question 

correctly.  The conflict question was the only question on the survey that reversed the scale, 

expecting respondents to answer more towards the negative end of the scale, which did occur, 

but not to the same degree as other questions.  The vision question was asking if participants 

were able to create a specific type of vision as defined by the LeaderShape outcomes, for which 

only 74.5% selected either Strongly Agree or Agree.  These results may be less strong due to the 

specific nature of the vision in the question, as opposed to asking simply if a participant could 

create a vision for the future and implement it.   

Based upon the data, LeaderShape graduates are consistent in their opinions and practices 

with the stated outcomes of the program, although with greater differentiation in results 

depending on the outcome in question.  Outcomes of a personal nature had strong results over 

90% on the positive end, as opposed to questions of action of a specific nature that LeaderShape 

instructed, yielding results in the 74-88% range of positive-end response.  Although considered 

strong, in comparison to the other data, these results stand out.   

Leadership Definition Consistency 

LeaderShape defines leadership with specific key words and phrases that are woven into 

the curriculum.  The definition, with emphasis as it appears states that:  
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Leadership involves living in a state of possibility, making a commitment to a vision, 

developing relationships to move the vision into action, and sustaining a high level of 

integrity.  Effective leadership takes place in the context of a supportive community and 

results in positive change. (LeaderShape, 2002, General Information Section, p.1)   

The research study questioned the consistency between LeaderShape‘s definition with the 

current understandings and definitions of program graduates as another measure of lasting effect.   

The data present an understanding and definition of leadership that is consistent with 

LeaderShape‘s.  The responses demonstrate that leadership is interactive, evidenced by most 

respondents identifying interdependent and relationship-motivated as descriptors which they 

personally identify with, which is consistent with LeaderShape‘s statement that ―effective 

leadership takes place in the context of a supportive community‖ and that ―leadership is not 

positional and does not require formal authority or personal charisma‖ (LeaderShape, 2002, 

General Information Section, p.1).   

Each of the key words in LeaderShape‘s definition appeared as either main themes or 

sub-themes in the respondents‘ definitions of leadership, with the exception of action and 

possibility.  The data demonstrate a strong emphasis on relationships, continuity with personal 

values, and leading or living with integrity in the definitions.  Respondents also identified the 

need for a common purpose, most notably a vision focused on a greater good and change that 

was beneficial for the greater good.  Although action is not specifically identified as a common 

theme in the data, one could extrapolate that movement toward a vision or common purpose is 

stated, so action is implied as opposed to inaction or idle behavior.   

Most respondents defined leadership as an ability, which supports statements in the 

LeaderShape materials that state, ―Every person in the world has the capacity to effectively lead 
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with integrity; and this capacity can be developed in all people who are committed to doing so‖ 

(LeaderShape, 2002, General Information Section, p.1).    With ability, a person has the potential 

to develop the skills to become more effective and to continue to grow in that area.  So, the 

respondents‘ use of leadership as ability supports the LeaderShape philosophy.   

Integrity Congruence 

With LeaderShape‘s emphasis on integrity, the research investigated any lasting effect 

this focus had on program participants by asking questions related to congruent behaviors 

between their values and their daily actions or activities.  Results indicate an overwhelmingly 

strong response, with each question over 96% positive, in the respondents‘ abilities to self-assess 

and act with behaviors congruent with their values.  As self-reported data, there are limitations to 

these results as respondents are not likely to proclaim negative actions.  Although difficult to 

collect, surveying peers of the respondents to identify actual behavior and actions in future 

research may support such questions more strongly.  Nonetheless, based upon the data, 

LeaderShape graduates believe they have and demonstrate integrity by aligning their daily 

actions with their personal values, acting consistently with their core values, and recognizing 

when their behaviors are incongruent.   

In order to act with integrity, an understanding of one‘s personal values is necessary 

combined with a commitment to regular action and reflection.  Besides LeaderShape‘s emphasis 

on integrity, the values clarification outcome of LeaderShape is supported as a lasting effect of 

the program on participants.   

Applicability of LeaderShape Post-Attendance  

The main research question for this study asked if program graduates apply leadership 

principles presented at LeaderShape five or more years after attending the program.  The data 
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support long-term effects on program graduates as a result of attending LeaderShape, with social 

implications, personal effects, and influences on leadership practices.  The positive environment 

created a strong emotional experience that allowed for personal exploration and learning to occur 

that was retained and utilized after attendance, at least for the respondents of this survey.  A 

parallel comparison might be what Yalom (2005) describes as catharsis, one of 11 primary 

therapeutic factors, in which the person experiences strong emotions leading to a change in 

behavior or cognitive understanding.  The highly personal aspect of the LeaderShape experience 

allowed an opportunity for self-reflection and the integration of the newfound knowledge to 

occur.  Although research does not exist to support or contradict the importance of emotions as 

outcomes of leadership programs, strong emotional connections seem to be common for retreats, 

institutes, or workshops, at least in the short term following the experience.  One could presume 

that such memories dissipate over time; however, this research demonstrates that the emotional 

connection continues over a period of time for at least some graduates of LeaderShape.   

Respondents clearly identified specific elements of the LeaderShape program, including 

details of the curriculum, that continued to resonate and affect current practices or behaviors. The 

program reached beyond the one-week session and provided learning opportunities to allow for 

practical applications in the participants‘ personal and professional lives.  Although positive 

memories and connections to LeaderShape by participants were anticipated, the strong responses 

so many years after attendance demonstrated a bond with the program that was not expected.   

The data reflect a committed group of program graduates who have remained in contact 

with LeaderShape by at least retaining a valid email address with the organization.  A person 

might assume that the program graduates who did not have a positive experience had already 

selected out of the pool by not maintaining valid contact information.  For the program graduates 
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who responded to the survey, a lasting effect continues to exist from attending a LeaderShape 

session.   

Implications for Research 

This study demonstrates that learning can occur within a program outside of a traditional 

higher education classroom setting, with positive memories of the experience enhancing the 

application of the material and intended outcomes years after attendance.  Several factors that the 

LeaderShape experience included may be replicated with other programs or learning 

environments to achieve similar long-term results.  The learning environment, both the physical 

location and surroundings, in addition to the atmosphere generated by the program, facilitators, 

and other attendees, all contribute to any potentially lasting effects.  Components of the 

curriculum designed to elicit an emotional response or encourage strong personal reflection and 

exploration may also contribute to possible lasting effects.   

Leadership programs need to move beyond short-term program evaluations to research 

how participants in the long term have utilized the program and to test if the intended program 

outcomes were applicable or useful.  Similarly, higher education institutions in general should 

begin to assess the long term effects of programs and learning outcomes to move beyond 

graduation rates or career placement as indicators of success.  In times of budget constraints and 

constituent calls for accountability at various levels, a measure of long-term learning and 

application could demonstrate effects that have previously been implied or anecdotal.  This is not 

intended to sacrifice program evaluations or short-term outcomes assessment, however long-term 

learning assessment will fill in the gap of research to know that the program actually affects the 

individual and has purpose for the intended outcomes.   
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Due to a major gap in the research, a number of research projects are possible as a result 

of this study.  First, third-party research needs to be completed on higher education-related 

programs, such as LeaderShape, to objectively assess the outcomes of the programs and to 

further demonstrate their worth for accountability purposes.  Second, additional research needs to 

be completed, and reported, on both short-term and long-term outcomes for leadership programs 

in general.  Such assessment needs to focus on the applicability of the program content to real-

life experiences and effect on the participant, the groups with whom the participant interacts, and 

any measurable examples or results that can be correlated as a direct result of the program.  Last, 

higher education needs to develop methods to adequately follow up and assess alumni with 

respect to educational outcomes, recognizing that some of the results may include co-curricular 

involvement or interactions.   

As a direct result of this study, it is apparent that further research needs to be completed 

to learn more about the LeaderShape program in particular.  The program graduates in the study 

demonstrate a long-term effect that the program has had on their lives and their interactions with 

others.  A follow-up study may ask individuals associated with some of the graduates to discuss 

how the program graduate behaves or interacts to determine differences between the self-

reported and actual experiences as a measure of integrity and congruent behaviors.  Since this 

study‘s respondents seemed to value LeaderShape, another possible research study would 

include following up with the LeaderShape graduates who did not respond to determine if they 

had less favorable or similar effects.  A third possible study could utilize a control group design 

to compare LeaderShape graduates with students who did not attend the program.   

An additional set of research questions relates to the attendees of the LeaderShape 

program itself, who they are, how they are selected, and whether the attendees present a 
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propensity to act or behave in a certain way that more naturally allows for learning to occur.  

Such an investigation may be conducted on a scale broader than LeaderShape, raising the 

question of whether leadership programs are truly developing or enhancing leaders.   

Implications for Practice 

This study demonstrates lasting effects for program graduates of LeaderShape, providing 

evidence of support to justify sending students to the program.  Likewise, LeaderShape has 

evidence that graduates continue to lead with integrity and identify a strong effect the program 

has had on their personal and professional lives.   

LeaderShape should continue to offer the national programs at Allerton to support the 

strong emotional and reflective learning experiences that occur at the secluded site.  The location 

appears to complement the curriculum and intended outcomes of the program.  In addition to 

maintaining the elements of the curriculum that foster deep reflection and personal insights, such 

as the values and integrity foci and the Star Power exercise, LeaderShape needs to foster, 

acknowledge, and support the emotional outcomes of the program that support the long-term 

learning and application of the material.   

The study challenges the traditional assessment timing to demonstrate outcomes for a 

program.  Instead of solely relying on short-term evaluations, an assessment that follows up with 

participants a period of time after attendance to inquire about actual use of the material and 

possible integration of the outcomes provides a more thorough understanding of the program‘s 

effectiveness and any learning that resulted.  To conduct such assessment, it is necessary to 

maintain accurate databases of program participants with valid contact information and to utilize 

such information for more than fundraising solicitations or alumni gathering events.  The 
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premise of the long-term effect research could be far-reaching, assessing beyond a particular 

program to include the learning outcomes for an entire university experience.   

In addition to how and when leadership programs conduct assessment, this study 

demonstrates the influence emotions and personal connections have in creating lasting memories 

that ultimately affect attitudes and behaviors for the long-term.  Leadership programs, as well as 

other learning opportunities, should account for a social component in the curriculum with time 

for individual processing, feedback, and group reflection to strengthen the personal ties the 

participants make with the material.  Ideally, some activities in the curriculum should elicit an 

emotional response that challenges students‘ comfort zones and stretches their previous 

perceptions or beliefs.   

Summary 

Among people who value LeaderShape the effects seem to be long standing.  Program 

graduates of LeaderShape who attended a national session five or more years prior to the 

assessment demonstrate a lasting effect on their personal lives and leadership styles, directly 

linking such effects to their LeaderShape attendance and experiences.  Responses were 

consistent over the time since attendance, demonstrating strength of the program by delivering a 

consistent message that has resonated over time with individuals.  This study demonstrates that 

lasting effects occur from an emotionally charged, growth experience delivered in a one-week 

format with attention to the environment and atmosphere, facilitating personal development, and 

designing curriculum components that elicit strong responses.  LeaderShape graduates 

responding to this study further demonstrate that specific information or knowledge is retained 

over time and utilized, supporting the idea that learning in the short term can have lasting effects 

over time.  
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APPENDIX B: INSTRUMENT QUESTION MAP 

Research Question: Do program graduates apply leadership principles presented in a 

leadership institute five or more years after attending? 

Research 

Question 

Question 

Number 

Instrument Question Type of 

Question 

Evaluation 

Method 

1. Do program 

graduates 

retain 

memories of 

the 

LeaderShape 

experience 

that influence 

their current 

leadership 

style or 

practices?  

 

11 What is your most significant memory 

of LeaderShape? 

 

 

Open-ended Thematic 

Analysis 

12 What was it about those memories of 

LeaderShape that make them stand 

out for you? 

Open-ended Thematic 

Analysis 

     

2. To what 

degree do 

program 

graduates 

identify 

LeaderShape 

as influencing 

their 

leadership 

style or 

practices? 

 

13 Of all the personal and professional 

development workshops, seminars 

or trainings you have had, how 

many were personally meaningful 

to you? 

 

Multiple 

Choice 

Mean, SD, 

% 

14 Was LeaderShape one of the 

meaningful experiences to you? 

 

MC Mean, SD, 

% 

15 How would you rate the most 

significant of these personal and 

professional development 

experiences for effect on your life 

(professionally and/or personally)? 

7-point 

Likert scale 

- 

significance 

Mean, SD, 

% 

16 How would you rate LeaderShape for 

effect on your life (professionally 

7-point 

Likert scale 

Mean, SD, 

% 
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and/or personally)?  

 

- 

significance 

17 How significantly would you rate your 

LeaderShape experience to shaping 

or effecting your… 

 Personal development?  

 Leadership style?  

 

7-point 

Likert scale 

- 

significance 

Mean, SD, 

% 

37 In general, The LeaderShape Institute 

was a valuable experience in 

developing my capacity to lead.  

 

7 point 

Likert-Scale 

– SDSA 

Mean, SD, 

% 

38 Overall, I feel confident and capable to 

lead with integrity as a result of my 

experience at The LeaderShape 

Institute.  

 

 

7 point 

Likert-Scale 

– SDSA 

Mean, SD, 

% 

     

3. To what 

degree are 

current 

opinions or 

practices of 

graduates 

consistent 

with 

LeaderShape‘

s outcomes or 

goals? 

 

10 Thinking back on your LeaderShape 

Vision, please identify the 

statement(s) that best reflects your 

current situation. 

 

Multiple 

Choice 

 

18 Have you applied or utilized any 

aspects from the LeaderShape 

experience since you attended? 

Y/N/Maybe  

18 

follow-up 

o What aspects of the LeaderShape 

experience have you applied or 

utilized?  
 

Open-ended Thematic 

analysis 

20 I view conflict as something to be 

avoided.  

5-point 

Likert  scale 

– SDSA 

Mean, SD, 

% 

21 I view change in organizations as vital 

for growth. 

5-point 

Likert  scale 

– SDSA 

Mean, SD, 

% 

22 I have a deep self-awareness of who I 

am and how others see me. 

5-point 

Likert  scale 

– SDSA 

Mean, SD, 

% 

23 I view the ability to develop inclusive 

relationships as fundamentally 

important to the role of a leader. 

5-point 

Likert  scale 

– SDSA 

Mean, SD, 

% 

24 I am able to articulate the actions steps 

necessary to implement a vision of 

5-point 

Likert  scale 

Mean, SD, 

% 
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change. – hi/mod/lo 

25 I seek out relationships, personally and 

professionally, with those who are 

different than me 

5-point 

Likert  scale 

– hi/mod/lo 

Mean, SD, 

% 

28 I am committed to identifying my core 

ethical and personal values and then to 

act on them. 

7-pont 

Likert Scale 

– lo/hi 

Mean, SD, 

% 

29 I am able to identify when my behavior 

is not in congruence with my core 

ethical and personal values. 

7-pont 

Likert Scale 

– lo/hi 

Mean, SD, 

% 

30 I develop relationships where the 

dignity and contributions of all people 

are acknowledged and respected. 

7-pont 

Likert Scale 

– lo/hi 

Mean, SD, 

% 

31 I am able to create a vision for the 

greater good of a community, which 

includes a ―healthy disregard for the 

impossible‖. 

7-pont 

Likert Scale 

– lo/hi 

Mean, SD, 

% 

32 I am able to develop skills to be able to 

successfully work in groups and teams 

to accomplish a collective vision. 

7-pont 

Likert Scale 

– lo/hi 

Mean, SD, 

% 

33 I am able to articulate action steps 

necessary to implement a vision. 

7-pont 

Likert Scale 

– lo/hi 

Mean, SD, 

% 

34 I am able to increase my capability to 

produce extraordinary results 

7-pont 

Likert Scale 

– lo/hi 

Mean, SD, 

% 

     

4. Does the 

current 

definition of 

leadership for 

program 

graduates 

reflect the 

definition 

utilized by 

LeaderShape?   

 

35 Which term best describes you as a 

leader?  

 

Multiple 

Choice 

 

36 Which word best describes your view 

of leadership?  

 

Multiple 

Choice 

 

39 In your own words, how would you 

currently define leadership? 

 

Open-ended Thematic

Analysis 

     

5. As a 

measure of 

integrity, do 

program 

graduates 

identify a high 

19 to what degree do you feel like your 

daily actions or behaviors are aligned 

with your personal values? 

7 point 

Likert-Scale 

- 

congruence 

Mean, SD, 

% 

26 I act consistently with my core ethical 

and personal values. 

5 point 

Likert scale 

Mean, SD, 

% 
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Question # Demographic Variable Type of 

Question 

1 Age MC 

2 Ethnicity MC 

3 Gender MC 

4 Undergrad Institution Profile MC 

5 Highest degree earned to-date MC 

6 Undergrad Involvement MC 

7 Employer profile MC 

8 Type of position MC 

9 Year attended LeaderShape Fill in 

 

 

rate of 

congruent 

behavior 

between their 

values and 

their daily 

actions or 

activities? 

 

hi/mod/lo 

27 I recognize when my behavior is not in 

congruence with my values. 

5 point 

Likert scale 

hi/mod/lo 

Mean, SD, 

% 
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APPENDIX D: INFORMED CONSENT DOCUMENT 

From:  Dan Stoker 

Subject: Long-term Follow-up Survey from LeaderShape 

   

Dear LeaderShape graduate;  

You are being invited to participate in a research study about the long-term effects from 

participating in a leadership program. This study is being conducted by Daniel Stoker, under the 

direction of Dr. Will Barratt, from the Educational Leadership department at Indiana State 

University. The research is being conducted as a doctoral dissertation in collaboration with 

LeaderShape, Inc. 

You were selected as a possible participant in this study because you attended a national 

session of LeaderShape 2004 or prior. 

There are no known risks if you decide to participate in this research study. There are no 

costs to you for participating in the study. The information you provide will describe current 

practices and personal attributes or opinions for comparison to the learning goals of 

LeaderShape. The survey will take approximately 10-15 minutes to complete. The information 

collected may not benefit you directly, but the information learned in this study should provide 

more general benefits to improve LeaderShape for future participants. 

Please understand this is a confidential survey. Email addresses are requested only to 

keep track of who has responded to not bother you with additional email reminders. Collected 

emails will be stored separate from other data obtained. Individuals from LeaderShape and the 

Institutional Review Board may inspect these records. Should the data be published, no 

individual information will be disclosed. 

Your participation in this study is voluntary. By following the link below and completing 

the survey, you are voluntarily agreeing to participate. You are free to decline to answer any 

particular question you do not wish to answer for any reason. 

If you have any questions about the study, please contact Daniel Stoker, 317-788-3507, 

dstoker@uindy.edu or Dr. Will Barratt, 812-237-2869, willbarratt@indstate.edu.   

If you have any questions about your rights as a research subject or if you feel you‘ve been 

placed at risk, you may contact the Indiana State University Institutional Review Board (IRB) by 

mail at Indiana State University, Office of Sponsored Programs, Terre Haute, IN, 47809, by 

phone at (812) 237-8217, or by e-mail at irb@indstate.edu 

  

Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 

  

mailto:dstoker@uindy.edu
mailto:willbarratt@indstate.edu
mailto:dunderwood@isugw.indstate.edu
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Or copy and paste the url below into your internet browser: 

${l://SurveyURL} 

Follow the link to opt out of future emails:  

${l://OptOutLink} 
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APPENDIX E: INFORMED CONSENT FOR OPT-OUT PARTICIPANTS 

From:  Dan Stoker 

Subject: Long-term Follow-up Survey from LeaderShape 

   

Dear LeaderShape graduate;  

You are being invited to participate in a research study about the long-term effects from 

participating in a leadership program. This study is being conducted by Daniel Stoker, under the 

direction of Dr. Will Barratt, from the Educational Leadership department at Indiana State 

University. The research is being conducted as a doctoral dissertation in collaboration with 

LeaderShape, Inc. 

You were selected as a possible participant in this study because you attended a national 

session of LeaderShape 2004 or prior. Although you have elected to opt-out of correspondence 

from LeaderShape, and will continue to not receive communication from them, I hope you will 

take the time to complete the survey and share information about your experience. 

There are no known risks if you decide to participate in this research study. There are no 

costs to you for participating in the study. The information you provide will describe current 

practices and personal attributes or opinions for comparison to the learning goals of 

LeaderShape. The survey will take approximately 10-15 minutes to complete. The information 

collected may not benefit you directly, but the information learned in this study should provide 

more general benefits to improve LeaderShape for future participants. 

Please understand this is a confidential survey. Email addresses are requested only to 

keep track of who has responded to not bother you with additional email reminders. Collected 

emails will be stored separate from other data obtained. Individuals from LeaderShape and the 

Institutional Review Board may inspect these records. Should the data be published, no 

individual information will be disclosed. 

Your participation in this study is voluntary. By following the link below and completing 

the survey, you are voluntarily agreeing to participate. You are free to decline to answer any 

particular question you do not wish to answer for any reason. 

If you have any questions about the study, please contact Daniel Stoker, 317-788-3507, 

dstoker@uindy.edu or Dr. Will Barratt, 812-237-2869, willbarratt@indstate.edu.   

If you have any questions about your rights as a research subject or if you feel you‘ve been 

placed at risk, you may contact the Indiana State University Institutional Review Board (IRB) by 

mail at Indiana State University, Office of Sponsored Programs, Terre Haute, IN, 47809, by 

phone at (812) 237-8217, or by e-mail at irb@indstate.edu 

  

mailto:dstoker@uindy.edu
mailto:willbarratt@indstate.edu
mailto:dunderwood@isugw.indstate.edu
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Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 

  

Or copy and paste the url below into your internet browser: 

${l://SurveyURL} 

Follow the link to opt out of future emails:  

${l://OptOutLink} 
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APPENDIX F: FIRST REMINDER MESSAGE 

 

From:  Dan Stoker 

Subject: Reminder: Long-term Follow-up Survey from LeaderShape 

 

Dear ${m://FirstName};  

Your opinions and experiences are important to help shape the future of the LeaderShape 

program for upcoming participants. Please complete the confidential survey at the link below to 

assist with the doctoral research being conducted to benefit LeaderShape. 

 

Thank you for your time. 

Dan Stoker 

  

Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 

Or copy and paste the url below into your internet browser: 

${l://SurveyURL} 

Follow the link to opt out of future emails:  

${l://OptOutLink} 
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APPENDIX G: ONE WEEK REMINDER MESSAGE 

From:  Dan Stoker 

Subject: One Week Reminder: Long-term Follow-up Survey from LeaderShape 

   

Dear ${m://FirstName}; 

 

There is one week remaining before the close of the Follow-up Survey for LeaderShape, so there 

is still time to help out the organization and tell us about your experience. 

             

So please take the time to complete the survey at the link below and share the valuable 

experiences you have had since your LeaderShape experience so we can see if there are any 

connections to the program. 

 

Thank you for your time. 

Dan Stoker 

Doctoral Candidate 

 

Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 

Or copy and paste the url below into your internet browser: 

${l://SurveyURL} 

Follow the link to opt out of future emails:  

${l://OptOutLink} 
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APPENDIX H: LAST REMINDER MESSAGE 

From:  Dan Stoker 

Subject: Last Reminder: Long-term Follow-up Survey from LeaderShape 

   

Dear ${m://FirstName}; 

We know that your time is valuable, but so are the experiences you have had since attending 

LeaderShape. One method to improve the LeaderShape program is to understand how, or if, the 

program has impacted you individually. 

             

Please complete the confidential survey at the link below to assist with the doctoral research 

being conducted to benefit LeaderShape. There are only a few days remaining before the close of 

the Follow-up Survey, so there is still time to help out the organization and tell us about your 

experience. The survey will close at the end of the day on Monday, November 16th.   

 

Please take the time to complete the survey at the link below and share the valuable experiences 

you have had since your LeaderShape experience so we can see if there are any connections to 

the program. 

 

Thank you for your time. 

Dan Stoker 

Doctoral Candidate 

  

  

Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 

Or copy and paste the url below into your internet browser: 

${l://SurveyURL} 

Follow the link to opt out of future emails:  

${l://OptOutLink} 
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Table 5 

Significance of Personal and Professional Development Experiences 

Year N Mean SD 

1987 5 2.20 0.447 

1988 2 1.50 0.707 

1989 1 1.00 . 

1990 1 1.00 . 

1991 4 2.25 0.957 

1992 2 1.50 0.707 

1993 12 1.58 0.793 

1994 7 2.14 1.069 

1995 4 1.75 0.957 

1996 5 2.40 0.894 

1997 3 2.33 1.528 

1998 6 2.33 0.516 

1999 15 2.00 0.756 

2000 15 2.13 0.990 

2001 22 2.14 0.941 

2002 31 2.32 1.400 

2003 29 1.79 0.861 

2004 45 1.93 0.780 

Total 209 2.02 0.956 

 



123 

Table 6 

Effect of LeaderShape on Professional and Personal Life 

Year N Mean SD 

1987 5 2.00 0.707 

1988 2 2.00 0.000 

1989 1 1.00 . 

1990 1 1.00 . 

1991 4 3.25 1.893 

1992 2 2.00 0.000 

1993 12 1.67 0.651 

1994 7 2.14 0.690 

1995 4 1.50 0.577 

1996 5 2.00 0.707 

1997 3 2.67 0.577 

1998 6 2.50 1.049 

1999 15 2.13 0.990 

2000 15 2.33 1.175 

2001 22 2.36 1.002 

2002 32 2.41 1.478 

2003 29 2.10 1.372 

2004 45 2.09 0.848 

Total 210 2.18 1.101 
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Table 7 

Effect of LeaderShape on Personal Development 

Year N Mean SD 

1987 5 2.00 1.225 

1988 2 1.50 0.707 

1989 1 1.00 . 

1990 1 1.00 . 

1991 4 3.50 1.291 

1992 2 2.50 0.707 

1993 12 1.75 0.754 

1994 7 2.14 0.690 

1995 4 1.75 0.957 

1996 5 2.20 1.095 

1997 3 3.00 0.000 

1998 6 2.67 1.033 

1999 15 2.33 0.900 

2000 15 2.47 1.246 

2001 22 2.27 0.935 

2002 32 2.22 1.338 

2003 29 2.14 1.156 

2004 45 2.27 1.074 

Total 210 2.24 1.090 
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Table 8 

Effect of LeaderShape on Leadership Style 

Year N Mean SD 

1987 5 1.80 0.447 

1988 2 2.00 0.000 

1989 1 2.00 . 

1990 1 1.00 . 

1991 4 3.00 2.000 

1992 2 2.00 0.000 

1993 12 1.58 0.669 

1994 7 2.29 0.756 

1995 4 1.75 0.957 

1996 5 2.40 0.548 

1997 3 2.33 1.155 

1998 6 2.50 1.049 

1999 15 2.67 1.175 

2000 15 2.40 1.183 

2001 22 2.27 0.883 

2002 32 2.38 1.385 

2003 29 2.17 1.227 

2004 45 2.49 1.199 

Total 210 2.31 1.138 
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Table 9 

Rating of the Most Significant Personal or Professional Development Experience Attended on 

Current Life 

Rating Frequency Percent Cumulative 

Percent 

Very Significant 69 33.0 33.0 

Significant 84 40.2 73.2 

Somewhat Significant 43 20.6 93.8 

Neutral 11 5.3 99.0 

Somewhat Insignificant 1 .5 99.5 

Very Insignificant 1 .5 100.0 

Total 209 100.0  
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Table 10 

Rating of the LeaderShape Experience on Current Personal or Professional Life 

Rating Frequency Percent Cumulative 

Percent 

Very Significant 64 30.5 30.5 

Significant 72 34.3 64.8 

Somewhat Significant 58 27.6 92.4 

Neutral 9 4.3 96.7 

Somewhat Insignificant 4 1.9 98.6 

Insignificant 1 .5 99.0 

Very Insignificant 2 1.0 100.0 

Total 210 100.0  
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Table 11 

Rating of the LeaderShape Experience for Effect on Personal Development 

Rating Frequency Percent Cumulative 

Percent 

Very Significant 58 27.6 27.6 

Significant 74 35.2 62.9 

Somewhat Significant 60 28.6 91.4 

Neutral 10 4.8 96.2 

Somewhat Insignificant 5 2.4 98.6 

Insignificant 2 1.0 99.5 

Very Insignificant 1 .5 100.0 

Total 210 100.0  

 



129 

Table 12 

Rating of the LeaderShape Experience for Shaping or Affecting Leadership Style 

Rating Frequency Percent Cumulative 

Percent 

Very Significant 54 25.7 25.7 

Significant 75 35.7 61.4 

Somewhat Significant 57 27.1 88.6 

Neutral 16 7.6 96.2 

Somewhat Insignificant 3 1.4 97.6 

Insignificant 4 1.9 99.5 

Very Insignificant 1 .5 100.0 

Total 210 100.0  

 

Table 13 

I View Conflict as Something to be Avoided 

Rating  Frequency Percent 

Strongly Agree 4 1.9 

Agree 39 18.3 

Neither Agree nor Disagree 42 19.7 

Disagree 109 51.2 

Strongly Disagree 19 8.9 

Total 213 100.0 
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Table 14 

I View Change as Vital for Growth 

Rating Frequency Percent 

Strongly Agree 104 49.1 

Agree 94 44.3 

Neither Agree nor Disagree 11 5.2 

Disagree 3 1.4 

Total 212 100.0 

 

Table 15 

I Have a Deep Self-Awareness of Who I Am and How Others See Me 

Rating Frequency Percent 

Strongly Agree 58 27.2 

Agree 132 62.0 

Neither Agree nor Disagree 17 8.0 

Disagree 6 2.8 

Total 213 100.0 
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Table 16 

I View the Ability to Develop Inclusive Relationships as an Important Role of a Leader 

Rating Frequency Percent 

Strongly Agree 120 56.6 

Agree 84 39.6 

Neither Agree nor Disagree 5 2.4 

Disagree 3 1.4 

Total 212 100.0 

 

Table 17 

Degree of Congruence Between Daily Actions or Behaviors and Personal Values 

Rating Frequency Percent 

Very Congruent 64 30.0 

Congruent 126 59.2 

Somewhat Congruent 20 9.4 

Neutral 2 .9 

Somewhat Incongruent 1 .5 

Total 213 100.0 
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Table 18 

Able to Articulate Actions Steps to Implement a Vision of Change 

Rating Frequency Percent 

Strongly Agree 76 36.0 

Agree 110 52.1 

Neither Agree nor Disagree 21 10.0 

Disagree 4 1.9 

Total 211 100.0 

 

Table 19 

Seek Personal or Professional Relationships With Different People 

Rating  Frequency Percent 

Strongly Agree 68 31.9 

Agree 106 49.8 

Neither Agree nor Disagree 31 14.6 

Disagree 8 3.8 

Total 213 100.0 
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Table 20 

Act Consistently with Core Ethical or Personal Values 

Rating  Frequency Percent 

Strongly Agree 105 49.3 

Agree 105 49.3 

Neither Agree nor Disagree 3 1.4 

Total 213 100.0 

 

Table 21 

Recognize when Behavior is Incongruent with Values 

Rating  Frequency Percent 

Strongly Agree 98 46.2 

Agree 107 50.5 

Neither Agree nor Disagree 6 2.8 

Disagree 1 .5 

Total 212 100.0 
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Table 22 

Committed to Identify and Act on Core Ethical and Personal Values 

Rating  Frequency Percent 

Strongly Agree 96 45.9 

Agree 88 42.1 

Somewhat Agree 22 10.5 

Neither Agree nor Disagree 2 1.0 

Somewhat Disagree 1 .5 

Total 209 100.0 

 

Table 23 

Able to Identify Personal Behavior Incongruent with Core Ethical and Personal Values 

Rating  Frequency Percent 

Strongly Agree 90 43.1 

Agree 106 50.7 

Somewhat Agree 11 5.3 

Neither Agree nor Disagree 2 1.0 

Total 209 100.0 
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Table 24 

Develop Relationships where the Dignity and Contributions of All People are Acknowledged and 

Respected 

Rating Frequency Percent 

Strongly Agree 99 47.6 

Agree 87 41.8 

Somewhat Agree 21 10.1 

Somewhat Disagree 1 .5 

Total 208 100.0 

 

Table 25 

Able to Create a Vision for the Greater Good of a Community 

Rating Frequency Percent 

Strongly Agree 66 31.7 

Agree 89 42.8 

Somewhat Agree 37 17.8 

Neither Agree nor Disagree 11 5.3 

Somewhat Disagree 4 1.9 

Strongly Disagree 1 .5 

Total 208 100.0 

 



136 

Table 26 

Able to Develop Skills to Successfully Work in Groups to Accomplish a Vision 

Rating Frequency Percent 

Strongly Agree 115 55.0 

Agree 82 39.2 

Somewhat Agree 10 4.8 

Neither Agree nor Disagree 1 .5 

Somewhat Disagree 1 .5 

Total 209 100.0 

 

Table 27 

Able to Articulate Actions Steps to Implement a Vision 

Rating Frequency Percent 

Strongly Agree 95 45.5 

Agree 87 41.6 

Somewhat Agree 26 12.4 

Neither Agree nor Disagree 1 .5 

Total 209 100.0 
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Table 28 

Able to Increase Capability to Produce Extraordinary Results 

Rating Frequency Percent 

Strongly Agree 73 35.3 

Agree 95 45.9 

Somewhat Agree 28 13.5 

Neither Agree nor Disagree 8 3.9 

Somewhat Disagree 3 1.4 

Total 207 100.0 

 

Table 29 

Agree that the LeaderShape Experience was Valuable in Developing a Capacity to Lead 

Rating  Frequency Percent 

Strongly Agree 105 49.8 

Agree 73 34.6 

Somewhat Agree 22 10.4 

Neither Agree nor Disagree 5 2.4 

Somewhat Disagree 2 .9 

Disagree 2 .9 

Strongly Disagree 2 .9 

Total 211 100.0 
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Table 30 

Feel Confident and Capable to Lead with Integrity as a Result of LeaderShape 

Rating  Frequency Percent 

Strongly Agree 95 45.2 

Agree 74 35.2 

Somewhat Agree 28 13.3 

Neither Agree nor Disagree 9 4.3 

Disagree 4 1.9 

Total 210 100.0 

 

 


