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Preface

Over the past iwenty years, [ have had the . *
oppartunity to work with hundreds of Head Suirt i

programs acrosy jour regions and nineteen
states. Most of mv wark in consulting, training,
and technical assisiance has been in the
managentent area with Head Stact directors,

There is one Head Start divector T had the
privilege towork with swho represenis for e
the ideal leade~. She keeps people as ler
mnher one priovity at all times—in spite of
the fact that her siall program, ene of e or
maore delegate agencies ina large cin, has *
had trevendons grovwtl and expansion: in
spite of the time she has had to devore to fucili-
ties planning and managentent to acconmodite the
nes growthy and in spite of the nany tasks her super-
visor, the executive divector, has asked of her. Although
she s accomplished wich, she considers her primeary
responstbilite 1o be a menior and role model, jucilitating the
developaeni of conimitted relationships among siafl: parents, and

commaity. She models that covmitment in every decision slie makes,

[ et this remdrkable persoicat a Head Start conference for Creating and

Managing Effective Organizations. She was part of a teant that included the

managenient ream, the policy connctl chaivperson, and mvself as the consulaat to the

eroup. Nothing about her is the stercorvpe of a dyvuamic leader--she s small b staneec, < coancerstated. vad sofi
spoken, Herwork expericuce prior 1o beconing a Head Start divector was centered on education. When pirst
mecting her, one thinks of her as wore befittivg a best friend than a divector of a erovwine program.

Avthe week progressed and Ieot to know herand her stafl on a wove intinate basis, it became cledai (o me that
shewas doie all the things we lisied that leaders showld do and be, She was making her wark onthe stad] ina
centle, persistent. and empowering wav. She set and wodeled the standards of relationship building that 1 could
sec reverborate throughout the program.

When the team vwas ashed 1o establish ins vision of the fuaire, she didn’t sav avword wntil evervone else had
spoken. When she did speak. it was mostIv to clarify and wnderstand someoie clse’s point of view. When 0 v
time to meet with the executive director and disciess what the Head Start progeam needed frone the executive
dirccror, she turned the tables and asked the =cecutive divector what swe could do 1o fielp e reach her vision!
Instead of asking jor anvtlimg, she cliose w listen and give.

Realizing a leader’s respansibility for outreach, she agreed to manage o laree colluborative project betveen Head
Steart and the cinv’s fine arts progran Gn addition to her regidar duties). By practicing the leaderslip shills of acting as
a mentor, engaging in outreach, conmmitting to a shared vision, eripoyeering staff aud parents, and being a role model,
this exemplary leader is well set to lead her progeaninto a better future Jor the Jamilios it serves.

~~Remarhs of o Head St consultant and saining and techoicat assistance provider

Vi Leading Head Start into the Future

-
-




Preface

Leadership skills can be learned, and the capacity for leadership can
be cultivated!

Head Start feaders come from alt walks of Tife, They come to Head Start
with various skills, knowledge, and experiences. Some come from a
planning or administrative background. Others come from health-related
fields. However. most Head Start leaders emerge from the ranks of the
child or family services arenus.

They bring to the job different levels of skitls obtained frony their many
experiences. Are they automatically Teaders when they accept the
position of director? Is the board chairperson or the policy counctl
chairperson fully prepared for the leadership role when he or she
assumes the position?

Probably not in all cases.

However, their commitment to continuously enhancing and developing
their leadership skills provides the framework for their effectiveness

as feaders. Leaders in Head Start embody the concept of the MOVER.
They take time to Mentor, engage in Outreach, communicate the Vision,
Empower others. and act as Role Models. They move people and systems
to shape a better future for children and families. Leaders who exhibit
MOVER qualities and behuviors are continually striving for excellence.
delivering on Head StartC’s vision for Early Chifdhood Development and
Health Services. They continually strive to improve management svstems
and build a program design that is responsive to the changing needs of
children and families. And they lead the movement to forge lasting family
and conununity partnerships.

FFocusing on continuous improvement enables leaders to position Head
Start as a central community institution for low-income children and their
families. Head Start is committed to creating a culture that supports all
staff and parents in developing the skills needed to successfullv operate
thut central community organization.

Leading Head Starr intor the Future is bused on the Head Start beliefs
that leadership skills can be learned and the capacity or leadership can
be cultivated. Thiw guide helps Head Start Teaders refine and expand their
skills and knowledge through a variety of training activities. The first
Technical Guide in the series of management training guides, i ext-nds
the basic information provided in the Foundation Guide. Parricipating
n the Management Proce ..

This gwide continues te support the development of feadership skitls and
behuaviars inall Head Start staff, parents, and policy groups.

Prefuce
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Introduction

@
Qverview

Purpose

This technical guide gives participants the opportunity (o practice the
techniques and skills that will increase their effectiveness as Head Start
leaders. Tt supports the premise that leaders play a significant role in
creating a culture of continuous improvement within Head Stagt-
programs. Moreover. this guide supports the belief that leaders must
invest in developing the skills, knowledge, and values nceded to fead
programs effectively.

To encourage a culture of continuous improvement, Head Start leaders.
parent leaders, policy group leaders. and other leadership groups reinforee
the following hehaviors:

®  Mentor children, staff, parents, and partners 1o develop thenr full
potential

®  Engage in Qutreach within the program and into the broader
community

m  Commit to a Vision that is ereated and shared by all partners and
communicated to the broader community

B Empower staff and parents to meet the Head Start Program
Performance Standards

M Act as Role Models

Leading Head Start into the Future reinforces the concept that active
learning and continuov~ improvement begin with individual leaders

who understand their seengths and skills. If they are grounded in the
meaning of leadership and personal leadership values. leaders can focus
on relationships that sustain program operations—reiationships with staif,
parents, policy councils. governing bodies, and other leadership groups.
Furthermore, effective leaders can reach out beyond the program
boundaries into the broader community, establishing partnerships and
forging linkages. They can shape the institutions and policies that affect
the hives of the children and families Head Start serves.

Introduction
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Introduiction

Outcomes

Audience

Trainer and Coacli Selection

Performance Standards

Hier completing this training. purticipants will meet the following
otteonies:

w  Identify their feadership skills, knowledge. und values

® [oamine the culture ol thewr organization and deterimine the
leadership principles and strategies needed o effectively lead
uthers within the program

| Idently the leadership practices and strategies needed to estahlish
partnerships with the private sector and forge linkages at the
community, state. and federal levels

This guide is writien primarily for the grantee director, Head Start
director. and management team. The information and activities may be
of interest to selected leadership groups: however, cuch gruntee should
determine the leadership groups that would benefit from the guide.

Participants in these training sessions may plav leadership roles in one
Head Start program or they may he leaders from several progriam
clusters. The trainer or coach who delivers this training may be an
outside consultant. human resources director. adult education instructor.
or training coordinator. Becuuse the participants are leaders of Head
Start progranmis. the coach or trainer should have experience facilitating
leadership traming sessions and should be able to offer new insights into
the leadership function.

This guide supports the Head Start Program Performance Standards.
Leadership skills are necessary o meet those performance standards
that require programs to:

B Lioolement human resources management policies that govern
o ganizational structure, staff quabifications, stundards of conduct,
staft performance appraisals, stafl and volunteer health. staffing
patterns, and training and development

B Use staft pertormance appraisals to identify staff training and
professional development needs. modify staff performance
agreements, and assist each staff member in improving his or
her skifls and professional competencies

K Take an active role in community planning, perform outreach,
and establish community | artnerships

to

Leading Head Start into the Future




Introduction

Organization

& Develop and follow the program’s philosophy and its long- and
short-range program goals and objectives

B Participate in shared decision making and develop confliet resolution
nrocedures

This Technical Guide, Leading Head Stavt into the | e consisis of

three moduies:

Module 1: Understanding Leadership

This module helps participants understand the meaning of effective
leadership in Head Starte Itallows them to pracuce sel-reflection

so they can eaplore how their personal and organizational values

are related 1o being an effective leader. Five important leadership
hehaviers are introduced: acting as a Mentor. engaging in Qutreach,
committing to @ shared Vision, Empowering others, and acting as a
Role Model. Participants reflect on their current skills and behaviers
and identify the MOVER skills and behaviors they want

(o enhance.

Module 2: fnfluencing Organizational Cilture

This module focuses on various technigues that extend leadership
hehaviors throughout the vrganization and demonstrates the impact
of these behaviors on the organizational culture. Participants examine
organizationa! culture from the perspective of blending the various
cultures in any Head Start program into o program culture that
supports the MOVYER behaviars.

Module 3: Posinoning Head Siart jor the Fatire

This moduic cncourages participants to recognize the refe that the
program plavs in the community and helps them to develop skitls
and behaviors for building or strengthening partnerships. Partici-
panis are invited to enhance their abilities to envision the future
and to communicate their visions within the contest of the

MOVER behaviors.,

Lach module includes ontcames that are based on the guide outcomes,
Kev concepts, and background information. 't he Quteomes for cach
module identify the specilic skills participants wilh tearn as they work
through the module. The Key Concepts summarize the critical ideas
that pariicipants must understand to achieve the guide outcomes. The
Rackground Information discusses the Key Coneepts and provides the

Introduction



Introductior

framework for the training activities. The trainer or coach may choose to
present the Background Information section as a short lecture. present-
mg the information on handouts or overheads during the coaching or
workshop sessions,

To accommodate the individual needs of participants, this guide includes
two specialized approaches to help them reflect on their experiences and
develop leadership action plans. Throughout the guide. participants are
asked to keep a Leadership Jowrnal wo reflect on their practices. This

journal can be used lor various discussions, individualized assignments,

and coaching activities, Because keeping a journal is a private tool for
developing insight into oneself and one’s values. behaviors. and goals.
some participants may not want 1o share their reflections with others.
Before the triining begins, participants should be asked Lo obtain a
nolebook that they can use for their journal.

A participants complete the activities in cach module, they will also
use a Professional Development Plan to build and improve their
lcadership knowledge, skills, and behaviors. Participants should add
to their development plans one behavior or improvement opportunity
at a ime. When the training begins. pocket folders with several copies
of Handout 2: Professional Development Plan can be distributed to
cach participant.

The Resources section appears at the end of the guide. Tt contains
additional material that can provide further information on the topics
in the modules.

-

—
N
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Introduction

Definition of Icons

Coaching (C)

Next Steps: Ideas to
Extend Practice

A training strategy that fosters the development of skills
through tailored instruction. demonstrations, practice.
and feedback. The activities are written fer a coach to
work closely with one to three participants,

A facilitated group training strategy that fosters the
developiment of skifls through activities that build on
learning through group interaction. These activities aie
written for up to twenty-five participants workimg in
small or large groups with one or two trainers.

These are additional activities assigned by the trainer
immediately folfowing the completion of the module o
help participants review key information. practice skills.
and examine their progress toward expected oulcomes
ot the module.

Continuing Professional
Development

These are follow-up activities for the progran (o support
continued stafl development in the regular use of the
skills addressed n a particular tratning guide. The
activities mclude:

¢y Opportunities for the participant to continue building
on the shills Tearned in the training

2y Wens o identify new shills and knowledge needed
to expand and/or complement these skills through
opportunitics i such arcas as higher education,
credentialing. or community educational programe

Introdiection
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Introduction

At A Glance

. ' T
', Module | Activity | Time | Materials |
(W) Activity -1 ; Session | | Handout 1: Forest Knolls !
. + Leadership at Forest Knolls - 90 minutes - Head Start
: | i ' Handout 2: Projessional
Develapment Plun
Session 2 i Handout 3: Guiding
QO minutes | Principles Billboard :
. | i Chart paper. markers., 1
{ ! [ ! B
and tape i
el R T
- () Activity [-2: Guiding 60 minutes | Handour 1: Forest Knolls |
5 Principles and Leadership 5 i Head Start
: Behaviors Handoui 2; Professional
: Development Plan
i Leadership Journal ,
(W Activity 1 3 Leaders 60 minutes * Handout 2: Professional E
| Hodule 1 . Are MOVERS v Development Plan f
i Understanding : : , /s !
| . ; A Hp .
| Leadership _ i U Handowr 4: A chz‘ Start
‘ ’ Leader s a MOVER
‘ ~ Chart paper. markers
‘ ' i Several packages of three-
: . i by-five-inch self-stick notes
. S U OO U SO U
: . - , . [ - .
! W Activity T A Dispelling 45 minutes ! Handowt 5: Leadership
i - Leadership My ths ioMyths
! ; ' Do |
‘; | i Chart paper. markers i
, (C) Activity 1-5: MOVER 60 minutes  Handout 42 A Head Start |
. . . ! | - !
| + Behaviors Dispel Leadership Y Leader s a MOVER i
j i Myths : ~ Handout 5: Leadership
E : i Arl}\‘f/l,\ :
; ~ Leadership Journal
i . [ Lo . .
. ‘ : S ! o i
; (C)r Actvity 1-6: Plan Tor ASminutes !t Handout 2: Professional
i Development : EDevelopment Plan i
\
!l Feadership Journal |
- U

O PN Leading Head Start into the Futuree
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Introduction

Module

Activity

Time

Materials

(W) Activity 2-1:
Understanding an
Organization’s Culture

R i

90 minutes

Overnead 1: Head Start’s
Organizational Culture
Inciudes ...

Handowr 6: Las Casitas
Head Start Pragram

Chart paper, markers

Module 2: Influencing
Organizational Culture

(W) Activity 2--2: Shaping
Organizational Culiure

60 minutes

Handout 2: Professional
Development Plan
Handour 7: MOVER
Game Bourd

Three-by-five-inch
multicolored self-stick notes

Cartoon stickers or tov
prizes

Chart paper. markers

(C) Activity 2--3: Guiding
Organizational Culture

90 minutes

Handout 2: Professional
Development Plan

Handour 8: Shaping
Organizational Culture by
Empowering Others

(W) Activity 2—+: High Road
to Managing Conflict

60 minutes

S

Handout 2: Professional
Development Plan

Handour 9: The

Demoralized Team ,

Handout 10: Conflict
Management—Symprons
and Causes

Handout 11: Conflict
Management Strategies

Chart paper. markers

Introduction



Introduction

I Module Activity | Time
4 SRS W :

Module 2; Influencing
Organizationral Culfure

Materials

N !
(C) Activity 2-5: Contlict !
i Management Approaches i

H

Handout 10: Conflict
Management—Symptons
and Causes

60 minutes

1
|
i
| |
[ i
|
| |
1 I |
o Handout 11: Conflict }
U Muanagement Strategies i
' i
| i
|
|
!

| Yy , |
(continued) L - i | Puper. pens ]
{ (C) Activity 2-6: Feedback S minutes | Handour 2: Professional |
; | and Follow-up: Professional Development Plan i
| Development Plan f » Leadership Journai |
L R L ) '
Module ; Activity t Time | Materials -
: ! ! [
© (W) Activity 3-1: Creating a0 inutes - Leadership Journal,
Shared Vision ‘ i chart paper. colored
. markers, glue stick. and
| i twelve peel-oft name labels -
! Lo . . i
; Eight-inch squares of
? ; muslin or light, solid- :
i colored cotton fabric
Module 3: Positioning i) Activity 3-2: What Am !6() minutes | Leadership Journal,
Head Start for the Future } I Here 1o Do? l i chart paper. markers :
r , .. - R R R LT
POOWY Activity 3- 30 Five (45 minutes 1 Hendout 12: Guidelines for i

Minuotes of Inspiration

Communicating the Head
Start Vision f
i ) :
| Handout 13: Planning an
© Dnspirational Message :

Worksheet '

—
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e

Module

Activity

4 e e e s P U e

L (C) Activity 3—4: Inspiring
; + Others

fOOW Activity 3-5: Forging
Community Parinerships

v Module 3: Positioning
' Head Start for the Future .
(contirntued)

(C) Activity 3--6: Reflecting
on How to Achieve
Community Partnerships

C = Coaching Activities

W = Workshop Activities

S

!

s
\

90 minutes

143

Time

SRV RS NP U

o

le . T
A5 minutes

e e

Materials l

Handout 12: Guidelines for
Connnunicating the Head
Start Vision

Handoit 13: Planning an
[aspirational Message

Chart paper. markers

Handour 2: Professional
Development Plan
Handowt 14 The Greai
Swridex Initiative

Copies of Section 1304 .41
from the Head Start
Program Performance
Standards. Section (4)
Partnerships

i

[

i

i

Warksheet ’
|

A

i

I

{

Chart paper. matkers

minutes

Handout 15: Conmumity
Partnerships Action Plan
Copies of Seetion 130441
from the Head Stat '
Program Performance
Standards. Section ()
Partnerships |
Chart paper. markers

Introdiction







Module 1

Understanding Leadership

Outcomes

f oy Concepts

After completing this module, participants will be able to:
@ Identify strong leadership skills and behaviors

& Determine the principles that direct their individual performances as
[eaders in the program

B Assess their leadership experiences and relate them to the skills und
behaviors of acting as a Mentor, engaging in Quircach, committing
to a shared Vision. Empowering staff and parents, and being a Role
Maodel

B Desian a Professional Development Plan based on their strengths

@ [cadership starts from within. True understanding comes from
reflecting on one’s experiences. Effective Head Start leaders

continuously assess and identify their eadership skills and behay iors.

Sclt-discovery is anecessary {irst step to understanding one's
ctfectiveness as a leader.

Leaders are value driven. In Head Start, respected leaders base their
decisions and actions an their internal ethical principles. They are
arounded in whio they are and what they stand for,

m  [cadership principles shape how individuals use their skiils und
talents to fead and inspire excellence in the program. Actions that
follow these principles include acting as a Mentor, engaging in
Qutreach. committing to a shared Vision. Empowering staff and
parents, and being i Role Model. The strong Head Start leader

i~ a MOVER.

H  Swrong leaders develop insight and awareness of how personal and
organizational values are related to effective teadership,

M Developing and enhancing one’s leadership skifls and behaviors is
an ongoing process. ltinvolves seeking new ways (o grow,

Understanding Leadership

Iy
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Module 1

Background Information

MOVER Qualities

In recent years, Head Start programis have increased in size. scope, and
compieaity. To suceesstully address these changes, many Head Start
feaders have developed various strategies and approaches such as
extending half-day programs to full-day programs to meet the needs off
working parents. realigning their staffing structures to provide familics
with better service. and coltuborating with local school districts and pubhc
and private organizations to set up job search preparation seminars o
parents seeking work. However. if programs are to deliver on Head Starts
vision of providing excellent service for children and familics, afl Fend
Start directors, managers, and parent feaders must hay e the knowfedge.
skitls, and commiiment needed 1o guide Head Start programs effectively
i a changing world, This process begins when directors, managers. and
parent feaders understand the complex task of leadership.

This modute expiores answers 1o the foowing questions: Wher does i1
tahe 1o lead Head Start into the Jurere? What aee the essential leadership
shills ained beliaviors necessary 1o move your program into the neeniv-firsi
centiry? How can Head Start leaders cultivare their talents av ithey
prepare themscives and others 1o be eflective leaders?

When considering great Ieaders, you may believe that such people have
certain characteristics. traits. backgrounds. or abilities not possessed by

the general population. Numerous studies have attempted w isolate the key
Factors that make a greal Ieader or the factors shared among [eadership
stvles used by greut leaders.,

However, these studies have clearly shewn that no special formuli.
no certain set of traits or characteristios, and no predetermined stve
cuarantees suceessiul feadership. Anyone. regardless of bis or her
appearance. cultural background. educational Tevel. or achievenents,
can become o greal feader.

Sometimes our notions or fears affect our beliel in ourselves. Notions
such as leaders must he charismatic or leaders exist only ar the top of the
arganization are myths. These myths are simply not true. What is true

is that great leaders develop their potential by practicing leadership
behay jors.

What, then are the gualitios of effective leaders” One outstunding qualits
is their dedication to learning: effective leaders ask inore questions than
they ansser and use this technique to instruct others. Rather than show ing
a person how to do something. they ash the questions that Tead the person
(o discover the solution. The Head Start leader acts as a Ment - -guiding.
coaching, cupporting. and providing a safe environment in which others
NIy row .

[
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Module |

Learring about Qurselves:
1. Self Reflection

Eifecuve leaders engage in Quireach bevond the narrow confines of the
unit or organizatton: great feaders build partnerships and collaborations,
They have a clear idea of what is important, how 1o achieve it and how o
commuanicate enthustasm to everyone about their Vision.

Visionary feaders recognize the importance of inspiring others 1o be
progetive. They want to teach others to anticipate {uture oppartunities
and the challenges of change. Head Start leaders can help families
move from welfare to work by providing support Lo the families while
advocating for them and influencing policy.

Exemplary feaders promote the Head Start vision for families that

are transitioning in and out of public schools and other settings, The
performance standards calt for agencies to promote communication and
initiate meetings involving Head Start teachers, parents. and elementary
school teachers,

Strong Head Start Teaders Empower others o behieve in the vision and
play vital roles in making it happen. They provide the tools and support
lor others 1o make decistons and succeed.

The Head Start Program Performance Standards assist lesuders as thes
empow er others toward individual learning, promote professionsl
development. and sapport ongoing opportunities to acquire hnowledge
and skl A sructared approach to st training and development s
required. with academic eredit whenever possible,

Einally. great leaders lead by example. TLzy are Role Models, <ubtly
teaching others who took to them for guidance.

This module explores the Tive essenti=actions that enable Head Start

fcaders to act as MOVERs and bring ™ "ead Start programs into
the twenty-first century: acting as a M engaging in Qutreach,

committing to a shared Vision, Empowerin, dafl and parents, and
heing a Role Model.

This module focuses on fearning about ourselves, What do effective Head
Start leaders need to understand about themselves? What other qualities or

hehaviors and skills do etfective Head Stavt feaders use?

[Leaders need to recognize that learning about themselyves is an important

Jirst step for developing personal leadership qualities. People need to

understand themsch es and know who they are before they can fead others.
To reach this understanding, they need 1o develop insight into themselves,
examine their values and gaiding principles, and hav e a solid notion of
what is important to them and how to achieve their goals,

Understanding Leadership
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Module 1

2. Continuous Learning

3. Values and Guiding Principles
that Influence Decisions

Awillingness to learn and grow is essential for improving leadership
skills, Great feaders take time to reflect. They are continually learming, A
distinction of outstanding leaders is that they are never satisfied with what
they have achieved: instead they continue (o fook for ways to improve
themselves and their organizations. Head Start has always placed a high
vatue on training and technical assistance; leaders internalize Head Start’s
attitude of quality improvement. They exhibit their willingness to expand
their own cireles of guality improvement and influcnce by taking in new
information. new methods. and new ways to meet challenges. They
constantly ask the question: How can we do ithis betrer?

The Report of the Advisory Committee recommends that all staft
members should take the inttiative and personal responsibility for their
own professional growth and should be offered ample opportunities to
siow. Great leaders show the way by taking the initiative for their own
professional growth and act as mentors and role models for the staff and
parents in the program.

By setting the example of heing lifelong learners, Head Start leaders
can effectively meet the challenge of continuous learning. They model
cantinuous learning by expanding their knowledge and skills through
advancerd degree programs and intensive leadership development
programs, The Continuing Professional Development scection of this
auide lists examples of development activities.

Conscientious Head Start leaders are aware that they must be inforined
abowt new information, trends, and isswes thar affect their programs. This
means having information sources, connections, and networks: using the
Internet and other technology to stay informed: and attending learning
events and meetings. Te look to the future, effective Head Start feaders
must he comfortable with technological advances to offer the best sourees
of information and services to families and staff.

Strong leaders make decisions based on their personal values and ethics
and ou their individual guiding principles, Efective leaders are aware

of what is important: they are constantly reviewing circumstances and
emerging issues in terims of their vision. mission, and organizational goals,

The performance standards articulate a vision of service delivery to
children and families. Head Start’s philosophy and core values are
captured within the performance standards. Along with Head Start's
philosophy and overall goal, the performance standards provide a
foundation for program leaders. This foundation serves as a cornerstone
for leaders to create their vision statements, clarify their values, and guide
their decisions,

16
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Module [

Activity 1-1:
Leadership at
Forest Knolls

Exemplary leaders internalize the organizational plillosophiy and goals,
and they carry then a step further, They know what guides their personal
values. and they are commitied to them. They can make choices from this
strong Toundation, They review their priorities regularly in light of
chierging issucs and changing needs. whether these issues surface from
the community assessment. federal or state inthiatives, or reguests (rom
families. children. and staff.

In summary. strong Head Start feaders meet current and future challenges
by becoming lifelong feamners. This continuous approach to knowledge.
skill building. and self-development provides the tools required for
suceessful feadership in a changing world.

Purpose: Participants will identify various leadership skills and beliaviors,
They will determine the values and guiding principles that shape their own
behaviors and leadership decisions. Participants will compare these skills
with their experiences and begin to build their individual Professional
Development Pians.

Materials:
Chart paper, markers, and tape
Heandout 1: Forest Knolls Head Start
Handowut 2: Professional Development Plan
Handour 3: Guiding Principles Billboard

Trainer Preparation Notes:

This workshop can be conducted in 1wo sessions on different days.
Session | focuses on identifying teadership skills and behaviors
and should be conducted before Session 2. In Session 2, partici-
pants determine the values and guiding principles that shape (heir
behaviors. They may reflect on what they fearned in Session |
during Session 2.

For additional information that can help answer the questions
in Session 1. Step 2. refer to the Background Information that
discusses Head Start leadership qualities, behaviors, and skills.

Understanding Leadership
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Module 1

Session I: Leadership 1.
Behavior and Skitis—
introduce Activity

Discuss in Small Groups 2.
Leadership Behaviors and Skills
Identify How Participants KN
Demonsirate Leadership

4,
Plan for Professional s,

Development

Begin by saying that studies show that there is no magic formula for
heing a leader, State that anyone can be a leader! However, Head Start
leaders need to develop spectfic behaviors and skills to successtully
move their programs into the fuwure. Tell participants they will explore
these imporiant feadership behuviors and skitls in the first session of
this uctivity.

Distribute a copy of frandonr 12 Forest Knolls Head St to cach
participant. Have participasis read the scenario to themselves and
answer Questions 1 and 2, using the worksheet on the back of the
SCCNaArio.

Ash participants to form small groups, Instruct cach group to review
and discuss seenario Questions 1 and 2. AsK each aroup o report its
discussion to the large group. The Dirst two guestions are:

L1 What leadership qualitios do yororecognize in the individuals
mentioned the scenario? What leadership behaviors did they
piractice?”

20 What did the Head Start divector and other feaders in the program
do 1o empower the individuals in the scenario to assine leader-
ship responsibifitios?

AsK each group to take turns reporting on the leadership behaviors.,
skills, and activities they identified in the scenario. Record the
responses on chart paper as cach group reports, placing a check mark
next to the skitls or behaviors that are repeated. This will help show
visually those skills or behaviors that the groups identified as most
critical. Briefly review responses, noting those that were repeated.

Ask participants to work on their own and complete Question .

31 Whicl leadership qualities and beliaviors that vou listed in
Questions 1 and 2 do you perfornwithin vouwr own pragram?

Adter participants have answered Question 3 on their own, ask for
volunteers to share their responses to Question 3 with the large group.

Tell participants that they will complete this portion of the activity
independently. Hlave them refer to the teadership qualities, behaviors,
and shiils they listed in Questions | and 2 of Handout I, Explain that
they will complete Question 4 and list those behaviors, qualities, or

Leading Head Start ino the Puture
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Module 1

Session 2: Values and Guiding L,
Principles—Mateh Personal
Values and Guiding Principles

Hlustrate a Guiding Principle 2.

Discuss Guiding Principles 3.

skills that they would like to improve or have more opportunily 1o
practice. Distribute Hundouwt 2: Professiaonal Development Plan. They
should also list one of these behavioers or skills on Handout 2,

Begein this session by saying that the [eadership behaviors we aspire
to achieve, admire in others. and practice ourselves are influenced by
our values, State thut our valres are our internal paver source that
determines how we behave and make decisions, Cur values create
our personal guiding principles.

Explain with the following example: One of vy values is continued
edicaiion and learning. The guiding principle may be: [ contintons/y
ook for opportiaiities to learn. Additional examples of values and
guiding principles are:

B/ value honest and open connnunication. M-+ gaiding principle
is: ] share what is onmy mind and actively listen to others as
they share their thonghes and feelings.

B/ value new and creative ideas. My guiding principle is:
[ search for and listen to the ideas of others and try new
approaches to better serve others.

fead participants in listing their own values and guiding principles.,
following vour example. Ask the following questions to get them
started:

W/ vou had 1o seleci the two most important personal feader-
shiip goals in vour life at Head Start, what wondd they be?

@ What leadership belaviors, skills, or beliefs do yvou value
mast in vour current role in Head Start? i the other roles
vou have had within Head Start?

Distribute Handour 3: Guiding Principles Billboard. Ask partici-
pants (o use Handout 3 and rewrite one of their values into a guiding
principle. Say to them. If vaur ovwen guiding principle for being a
Head Start leader was on a billhoard along the iglhvav, what
wonld it sav?

Discuss the billboards, Summarize by asking the following question:
| What canwe say abont the overall vaolues guiding onr leader-

ship skills or belaviors as e strive to be strong, effective
Head Siart leaders?

Understanding Leadership
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Module 1

Continue Professional Planning Distribute Handowr 20 Professional Developmen, Plan. Ash
participants to list one feadership quality, skill. or behavior
discussed in this activity that they would like to practice and
become more comfortable with.

Explain that they will be able to build their development plans as they

continue threugh the training. Participants are only required 1o add one
developmental skill to their plans in this activity. This is meant o be a
one-step-at-a-time. incremental fearning process,

Swmnmarize 4. Conclude this activity by emphasizing that our values and guiding
principles affect our behaviors, skills, and actions as Head Start
feaders. We use and act out these behaviors and skills as we handle
various leadership responsibilities and activities. Some examples of
these leadership activities include:

® Planning—dervcloping and implementing i systematic, on-
2oing process

B Communicating widh families. stft. and policy groups
B Providing and maintaining an organizationad structure that

meets program objectives and supports staff in their efforts.
responsibilities, and aecomplishments

Purpose: Participants will analyze a scenario and individually recognize
and compare various leadership skills and behaviors, Participants will

Activity 1-2:
Guiding Principles

. reflect on their values and determine the guiding principles that shape
and Leadership o T ) © guiding principies P
Behavi their leadership skills and behaviors. Participants will continue to build
) I . .
enaviors their Professional Development Plans.
Materials:
Handout 1: Forest Knolls Head Start
Handowr 2: Professional Developinent Plan
Leadership Journal
Introduce rhe Activity I. Discuss the Background Information and briefly tell participants that
there are no magic rormulas for feadership. Explain that essential
elements or behaviors are needed for one to grow and develop as a
strong Head Start leader.
20 FLoading Head Start into the Future
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Module I

Read and Discuss a Head
Start Leader Scenario

Reflect and VWrite
Individual Values

Distribute Handour 1: Forest Knolls Head Stare. Have participants
read (he seenario. Ask them to answer the following questions:

11 What leadership qualities do you recognize in the individuals
mentioned in the scenario? What leadership behaviors did
they practice?

2) Whar didd the Head Start director and other feaders in the
program do to empower the individuals in the scenario to
asstane leadership responsibilities?

31 Which leadership qualities and behaviors ihar vou lisied in
Questions 1 and 2 do you perform within your ovwn program?

Tell participants to record in their Leadership Journals the leadership
hehaviors and activities they identified in the scenario. Discuss these
qualities with the participants when they are finished. In addition.
suggest that they list one or two of these behaviors, skills, and
activities that they want to develop or improve.

Take a few minutes to discuss with partictpants what may be the

most basic values guiding their leadership behaviors. Explain that

our values can be translated into our own internal guiding principles.
These principles often determine our approach to leadership and direct
our individual behavior and actions.

Ask participants to reflect on and record in their journals the values
that are most important to them. Emphasize that their values are their
internal power source. If participants have difficuity getting started.
suggest that they think about their goals in life or what is most
important (o them.

If participants nieed additional encouragement, ask them to think
about the various roles they play as Head Start leaders. Next ask
what they value most in each role. These roles may include teacher,
supervisor, counselor, agency representative, friend. colleague. or
pruject manager.

This exercise helps participants recognize their deep-scated messages
about what they consider most important in their leadership roles and
in life.

Understanding Leadership
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Module [

Link Value. "~ Guiding 4.
Prineiples

Review Leadership Journal 5.
Summarize 6.

Activity 1-3:

Ask participants to write nt for cach value they listed in their

Journals, The stiement sl written as a guiding principle for the

value. It shoudd be written as as affirmative statement in the {iest

person.

I your explanation. you might want o describe the following
example:

[listed educarion or continuous learning as one of my values. The
wuiding principle for this can bewritten as: Continued education and
learning aie guiding principles for me. I continwously seck every
opportunity to lear something new.

Assist participants during this step in identifying which guiding
principles or behaviors they want to add to Handont 2: Professional
Development Plan (or personal improvement,

Suggest that each day for one or two weeks. parlicipants review the
list of values and guiding principles that they wrote in their Leadership
Journals, During this review, they may wish to expand their work by
writing additional insights in their Leadership Journals. They may also
want to add to their Professional Development Plans any new
opportunitics to improve leadership skills and behaviors.,

Summarize this activity by reviewing how our values and guiding
principles can shape our leadership behaviors, activities. and
decisions. Examples of leadership decisions include:

& Making Linal decisions or plans regarding outreach strategies

B ldentifying a systematic. ongoing process for program
planning

B Doveloping an orientation for new staft, consultants, and yol-
unteers, including goals and philosophy of the program

Purpose: Participants will determine the necessary skills and Head Start

Leaders Are activities to act as a Mentor, engage in Qutreach. commit o & shared
- Vision. Empower staff and parents. and be a Role Madel (MOVER).
MOVERs Emp and parents. and be ¢l (MOVER)
They will reflect on their comfort fevel with each behavior and discuss
what they do to practice these leadership MOVER behaviors. Participants
will continue to build their Professional Development Plans.
Rl
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Module 1

[ntroduce Activity

Discuss MOVER Behaviors

Continue Professional
Developuteat Plan

Materials:

Chart paper, markers

Handouzr 2: Professional Development Plan

Handout 4: A Head Siart Leader Is « MOVER

Several packages of three-by-five-inch self-stick note pads

Five prelabeled sheets of chart paper with one of the folfowing words
written on each page: Mentor. Qutreach, Visionary, Empowennent.
und Role Maodel

Prepared chart page containing the sentence: A Head Start MOVER
symbolizes . .. Mentor, Outreach. Visionarv. Empowerment, and
Role Model.

To begin this activity, use the Background Information to discuss

the general qualities of strong leaders. Continue by explaining the
leadership qualities that are required for Head Start to move into the
twenty-first century. Tell participants that this activity considers five
leadership behaviors or skills that are important for moving Head Start
into the future.

Lead a group discussion. asking participants what the MOVER
behaviors mean to them as Head Start Ieaders. Distribute and discuss
Heandour 4: A Head Start Leader Is a MOVER for further information.

Ask participants to form small groups. Distribute about eight three-by-
five-inch self-stick notes to each group. Have the groups tabel the self-
stick notes with the MOVER behaviors. one behavior per note.

Show participants the chart page listing the MOVER behaviors. Have
the groups define the MOVER behaviors. The groups then discuss
with each other what they do to perform and practice each Head Start
leadership behavior and skill. They record each of these leadership
activities on a tabeled self-<tick nate.

When the groups finish. have them place the selli=stick notes on the
appropriately labeled wall charts. They then share their discussions
briefly with the large group so evervone can benefit from the
information and strategics.

Ask participants to think about the MOVER behaviors and activitics
discussed. Have them listin their Protessionad Development Plans
one of the MOVER behaviors that they wish to develop or improve.
They should also Tist the strategies they will follow to develop these
behaviors.

Understanding Leadership
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Modkle 1

Lead Final Discussion

Surmarize

Activity 1-4;
Dispelling
Leadership
Myths

4. Summarize this activity by asking the following questions:

Which of these MOVER behaviors dov you feel has had the
greatest impact for vou as a leader? Why?

8 Which of these behaviors has had the greatesi impact within
your program. How?

B Which behavior do vowcthink is the most challenging? Why?
Using the wall chirts, teke a few minutes to help participants find

possible solutions to the challenges expressed in the fast question
listed above.

n

. Summarize this activity by stating the following:

By practicing and applving these MOVER heliaviors and skills,
your program will be a role model of excellence in managing the
challenges and meeting the needs of children and families.

Purpose: Participants will identify and dispel their myths about Head
Start leaders. Participants will begin to recognize their potential and
ability to fcad.

Materials:
Chart paper. markers
Handout 3: Leadershipy Myths

—_— —_

Trainer Preparation Notes:

1. Label two calumns on chart paper as follows: My ths on the el il
and Realities on the right. i

2. Write the following questions on chart paper: i

W What fears do some people associate witlt heing a Head
Start leader?

)y What examples show that these fears are simply our own
mytles (nusconceptions) about heing a Head Start Leader”

Leading Head Start into the Iutire
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Module 1

Introduce Activity

Discuss Leadership Myths

Add Gtirer Myths

9

3

Explain to participants that sometimes the myths or notions we hold
about leadership are obstacles to achieving and growing as Head Start
leaders. Continue by saying that often we must change our ideas about
what o strong Head Start leader should be.

Tell participants that they will work in small groups fo discuss one or
two of their notions about what a Head Siart feader should be. Ta
explain the activity, vou may want to use the following example:

Asa Head Start leader, am afraid thai | unt expected to have ol the
answens. ! feel thar [ must albways be able to solve every problem our
program faces and offer solutions for personal problems that our stuff
have. 1 fear that Twill nor be a good role model or mentor.

Tao begin the discussion using this example, ask the following question:
W Whar do you think about the fears 1 have just staied?

Begin to fill in the columns on the prepared chart paper labeled
Myths and Realities during the discussion. You will use this chart
again during the large-group debriefing activity.

Tell participants they are now going to continue this discussion in
small groups by answering the following questions:

B Wi fears do some peaple associate with heing a Head Stant
lecder?

B Whar cxamplex show thar these fears are simply our own
avtles (misconceptions ) about being a Head Start Leader?

They should discuss and dispel cach myth or fear with supporting
examples from their experiences. Tell them that they will report their
discussion to the large group. Continue this discussion in small
aroups.

To debrief. hist cach myth on the chart paper as cach group reports
it. Complete the Realities cotumn as the discussion continues, Allow
comments from others as each group finishes.

To coniinue this discussion, distribute Handont 3: Leadership Myihy.,
As aclarge group. discuss the myths on the handout:

| {cudership is o rare skill.

| [.caders are born. not made.

Undersianding Leadership




Module 1

Lead Final Discussion

Activity 1-5:

MOVER Behaviors Q 9
Dispel Leadership M
Myths e

Introduce Activity

Discuss Head Start Myths

4.

M eaders must be charismatic.
m Leadership exists only at the top of an organization,

R [caders control, direet. prod. and manipulate.

Close this activity by asking the following questions:

B Vhvis irimportani 1o undersiand the misconceprions we have
about Head Start leadership?

B VW har leadership myilts have affected your perceptions of
vourself as a leader? How has this acriviey helped?

wm Wi do you think we have these notions of whar a feader hus
to he?

Purpose: Participants will individuaily review and dispel several my ths
about Head Stan Jeaders. Participants will recognize the MOVER
behasiors they use i thetr program,

Materials:

[$¥)

Handour 4: A Head Start Leader s a MOVER
Handour 5: Leadership Xl
[_eadership Journal

Eaplain to participants that our fears ar notions often getin the win
of our goals. These notions. or myths, can sometimes affect our
perceptions of who we are and what we would like o whieve for
ourselves and others. Refer to the Background Information for an
additional explanation of the studies conducted regarding leadership
traits. Remind participants that anyone can be a leader.

Discuss with participants one or two fears they may have cegarding
feadership or being aleader in a Head Start program. Suggest that they
list these in their Leadership Journals. Have the participants record
cach fear cor mythy and then ask them why they have this notion about
feadership. FFor example, Head Start leaders have all the answers.
They must be able to deal weith all prohlems. They must have mudiiple
solutions for every problen,

Distribute and diseuss Handowr 30 Leadership Myvihs,

20
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Module 1

Introduce MOVER Behaviors

Ask Closing Question
and Summarize

4.

N

Explain to participants that this guide discusses five Head Swart
leadership behaviors, These behuviors can move Head Start into the
future. These MOVER behaviors are to: act as a Mentor. engage in
Qutreach. commit (o a shared Vision, Enipower statf and parents, and
he & Role Model. Refer to Background Information regarding how
these behaviors relate to Head Start.

Discuss what each behavior means to a Head Start leader and why
itis signiticant. Distribute Handout 4: A Head Start Leader Iy a
MOVER tor additional background intormation. Continuc the
discussion by asking the following questions:

Which MOVER behaviors do vou Jeel most comfortuble svith?
Why?

B Forthose leadership behaviors, ywwhar activities or aetions do
vou engagde in 1o effectively use the belaviors? FFor example,
how do yeuract as a menior (o others?

& Which belaviors do vou fecl thie feast comforiable with?
Whv? tHave participants list at least one in their Leadership
Jowrnals.

Brainstorm with participants for actions they can take to practice the
MOVER behaviors. Discuss how they can overcome any personal
Fears they have about being Head Start leaders. Again. participants
should use their journals to list some of the solutions identitied during
this brainstorming session.

Ask the following closing question:
¢ a4

B Now that vou have completed this activiry, do vou still have
concerns about aceepting leadership responsibilitiey”

Suminarize this activity by reviewing the positive impact the
MOVER hchaviors can have on the roles participants play in their
programs. Stress the importance of looking for and recognizing
opportunities to practice these MOVER skills and behaviors so that
participants can become more comfortable with putting them into
everyday practice.

Undersianding Leadership




Module 1

Activity 1-6: Plan | o
Sfor Development

Purpose: Participants will review with the coach their individual
Professional Development Plans and Leadership Journals. They will
develop an action plan to improsve the skills and behaviors they listed
in these documents.

o

£

18
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Materials:
Ask participants to bring their Leadership lournals and Handowr 2:
Professional Development Plan that they completed in earlier
activities.,

Coach Preparation Notes:

Discussing personal development comments written in the

¢ Leadership Journals is optional. They should be discussed only it
I the participants wish to share their personal notes regarding thenw
development areas and challenges.

Therefore. not all participants will be comforable discussing the
guestions in this activity. An optional approach is for participants
to respond to the questions privately in their Leadership Journals.

Iitroduce Activity 1. Begin this activity by discussing with participants the importance ol ﬁ
developing skills and enhancing leadership behaviors one step at a
time. This approach allows learning and self-discovery to occur in
hite-size pteces. The Leadership Journal and Hundour 2: Professional
Development Plan are part of the learning and growth process tor this
module.

Remind participants that they have been building their Leadership
Journals and their Professional Development Plans during previous
activities,

Review Self-Development Entries 2. Working one-on-one with the coach, participants review the entries
they made in Handour 2: Professional Development Plan and,
il desired. in their Leadership Journals. Discuss the challenges
assoctated with the skills and behaviors they listed.
Use some of the following questions for discussion:

B Wharinakes these skills or behaviors challenging?

B What fears, naiions, ar ivths may be getting in the way?




Module 1

B How can vour guiding principles help you prioritize the
various skills and behaviors you want to improve?

B Whar methods or strategies can you use to develop these
Head Start leadership skilfs and hehaviors?

B What questions can you ask others ia your prograin who seein
confidens and comfortable swith these skills and behaviors?

Write Action Plan 3 Work with individuals to prioritize and write un action pian to develop
the leadership skills and behaviors discussed in this moduic. With par-
licipants, list special activities, projects, or program events for them to
lead: resources (o review: observations to make: and ongoing journal
writing activities tn personally analyze their milestones. [For euch item
listed. tell participants to list a date for completing the event.

Examples of activities:

®  Volunteering to lead a prograni. community, or regional
project.

& Spending several days shadowing a co-worker or individual
within the program who exemplifies o strong leader, (Uise
a vour Leadership Journal during this time to list strategies
and behaviors vou want to remember. Also. list those you
recognize as ineffective.)

Summarize 4. Remind participants that development is o lifelong process. We are
always lcarning and improving.

Understanding Leadenship 29
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Next Steps:
Ideas to Extend
Practice

Working independently or with other staff. participants can build on the
skills developed in this guide by completing activities such as those
listed befow. Same of the activities can contribute o the participants’
Professional Development Plans.

Have participants plan a brown-bag lunch meeting and invite statf
and parents to share their thoughts about their values and guiding
principles related to their Head Start leadership roles. They may
want to prepare a written summary of their values and guiding
principles to distribute to the group. Participants may describe to
staff and parents the arcas in which they are striving o improve
their leadership abilities.

Some examples of improvement include inspiring trust and confi-
denee. bringing out the bestin others, encouraging stath to seck
challenges. and managing change. Sharing this information with staft

reinforces a climate of trust and provides a maodel {or trust and respect.

Participants then ask staff to summarize their own values and guiding
principles to share with cach others,

Encourage participants to join an early childhood organization. For
example. The Children’s Foundation conducts rescarch and provides
mformation and training on federal food programs. quality child cure,
leadership development. health care. and the enforcement of court-
ordered child support. For further information. call or write to:

The Children’s Foundation
725 [5th Street, NW

Suite 505

Washington. DC 20005
202-347-2200

Another orgamzation is the National Association of Child Care
Resource and Referral Agencies INACCRRA). The goals of
NACCRRA are to develop a high-guality resource and referral
sertvice and to exercise leadership to build a diverse, high-quality
child care s stem. For further information. call or write to:

ACCRRA

1319 F Strect. NW

Suite 810

Washington, DC 20004 11006
202-393-550H

30

Leading Head Start into the Future




Module 1

@ Help participants obtain the leadership articies or books listed in the
Resources section of this guide. Participants can read the articles or
selected chapters in the books and use their Leadership Journals to list
the leadership behaviors, skills, and technigues that were described.
Participants should answer the following questions in their personal
Leudership Journals:

— Which behaviors or qualities of these leaders do adndve most?
<~ What seem 1o be their guiding principles?
— Which belunviors and skills would [like 1o practice?

M Have participants use their journals for one or two weeks Lo peri-
odically reflect on how 1o use the MOVER (acting as a Mentor.
engaging in Qutreach, committing to a shared Vision, Empowering
staff and parents, and being a Role Model} leadership behaviors.
Participants should reflect on how to act as role models in whal they
do and say as Head Start leaders. Participants can schedule quarterly
or periodic leadership theme meetings or one-on-one sessions with
other staff members to talk about these leadership behaviors and
expectations 1o raise their awareness of how they can practice these

ﬁ hehaviors.

This activity supports the performance standards for establishing

a structured approach 1o staff training and development. Tt builds
relationships among stalf and assists them in acquiring or increasing
the knowledge and skills they need (o fulfill their job responsibilities.

Undersianding Leadership 3
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Module 1: Understanding Leadership

Handout 1: Foregi Knoii—s Head Start
Part I

My name is Tom Riley, the staff development director. D rementher when Jennifer Mever came on board as
our tiew dircctor three years ago, We were nor in complianee, morale was low, and it seemed ke program
arec specialists and other staff members conld not work 1ogether. We seere also experiencing escaluting
problems il some of one children, the program was lacking in strosg family parmerships, and family
relationships were dereriorating.

Lantdanet Boyd, a family paruiership specicalist. [ am o iy way to visit a new Janily that we just
enrotled. Even though it is nor a regular function of my job 1o visit families, ike 10 do so every now

and then. We are abways looking for nevw ways to stay coniiected with the jamnilies we serve. We continually

v rovvork together as a t-am, collaborating o hest serve owr children and famnilies. Ofien, our regular
weektv meetings include other staff. such as parents, the health assistant. and the cook. depending on
who the discussion might affect orwhomiglit have valuable insights. Tomorrow, Dwill attend a wo-day
seminar called Empowering Families with nvo parents in the program. 11 is great that we have the
opportunity to artend sworkshops and certificate programs.

Yos, things are really differenr arcund lieve, Tam Kevin Oriz, volunieer coordinator, 1 have just come

out of a Poliey Council meeting where [ was asked to lead a discussion suggesting community involvenent
ideas for onr Valentine's Day Banguet, We have never had this kind of community geit-together before.
Lpresented iy plan 1o the Poliey Council and larer 1o the Manageiment Team. They appeared very
imterested and then really wanted 1o help? When was not swre of the next steps, 1lelt comfortable goine
to the poliey chair. She is a good listener. | feel confident o creating the flver for this because of the
ongoing couching | receive and the writing course I'eompleted last imonth.

My name is Era Wade. As a family specialist for the program, 1 finally feel accepred as i impaortant
part of the staff. Although I almost lost hope in this programn three years ago. now it is trudy reaching ot
and empowering parents and families in the communine. [ have been given ihe opportuniry, confidence.
and encouragement to finish my degree in social work, 1 aw inspired to sharve my insight and offer some
of my ovwn ideas or migrant parent involvement, using both my kneneledge and iy background. Iy to
remember to listen and give emotional support 1o fomilies and sometimes other staff, given the stresses
ve face on a daily basis. | have been testing a new approach for building fumily partnerships. 1 ask
whomever is considered perr of that family wnit 1o desceribe their perfect world and what they want for
themselves, their faanily as awhole, and the children. We break this down into nvo weeks, one month,
three months, and sometimes six inonihs. We talk about the goals to be vworked on for their perfect world
and then rogether e 1y w imagine the best picture for their futire.

We dove onr celebration meetings when we get together to share information with cacl other, Now, when
we ave staff developimenr meetings, the executive divector often stops in and shares his insights witl us.
Sometimes, these mectings wern into problem-solving sessions. During our lust inservice, we talked about
the future of the program and whar it should look like. We developed individual plans and goals 1o achieve
colluboratively as we continue to provide services 1o the Head Start community now and in the future,

Understanding Leadership
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Module 1: Understanding Leadership
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Handout 1: Forest Knolls Head Start
art II: Discussion and Self-Reflection
DIRECTIONS:

Read the scenario to yourself and answer Questions 1 and 2 below. Be prepared to discuss the
answers to Questions 1 and 2 in your group. After the large group discusses Questions 1 and 2,
complete Questions 3 and 4 on your own.

5! 1. What leadership qualities do you recognize in the individuals mentioned in the scenario? What
leadership behaviors did they practice?

2. What did the Head Start director and other leaders in the program do to empower the individuals
in the scenario to assume leadership responsibilities?

Leading Head Start into the Future
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Moduie 1: Understanding Leadership

J

| ~ Handout 1: Forest Knolls Head Start
| Part 11: Discussion and Self-Reflection (Continued)

DIRECTIONS:

Work independently to complete the following questions.

3. Which leadership qualities and behaviors that yc a listed in Questions § and 2 do you perform
within your own program?

4. Refer to your list of leadership qualitics, behaviors, and skills in Questions 1 and 2 of this

[} handout, Next, look at your answer to Question 3 and note those that are not performed within
:J your program. Identify one leadership hehavior, quality, or skill that you would like to practice
: and improve. Then complete Handout 2: Professional Development Plan for the behavior or skill
' that you identified. !

Understunding Leadership 25




Module 1: Understanding Leadership

ir"“ Handout_z: Professional Development Plan -

1. Knowledge, Skill, or Behavior I Want to QObtain, Practice, or Imprave:

H Action Steps:

Desired Results: 1]

B Progress Made to Daie:

|' |

I
% i
; :
i i
IH v
; !
i N
‘ i
0 .
Y 1
it

2. Knowledge, Skill, or Behavior | YWant to Obtain, Practice. or Improve:

i W Action Steps:

H ;I
. 1
Ny i
l i
| |
. M Desired Results:
I |
]
i
|| ™ Progress Made to Date: ]
it f
i |
il i
r| o
I i
i
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Handm;t—Z: Pr()fessiof‘r-l-;l»ﬁ;;a;};r—;lent Plan (C_;;tinued) ,

3. Knowledge, Skill. or Behavior 1 Want (o Obi{ain, Practice, or Improve:

® Action Steps:

i
| M Desired Results:
|

R Progress Made to Date:

4. Knowledge, Skill, or Behavior I ' Want to Obtain, Practice, or Improve:

! M Action Steps:

W Desived Results:

M Progress Made to Date:

|
|
|
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Handout 3: Guiding Principles Billboard ,
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Module 1: Understanding Leadership

Handout 4: A Heaci “Start Leader Is a MOVER

Mentor

Effective leaders are commitied (o creating healthy relationships. They continually seek to provide
conditions that help staff and parents have happy and productive lives. This means giving staff the time

and support to try new ideas and 1o expect and embrace the mistakes that will come from experimentation.
It also means devoting substantial time to issues of attitude, morale, and motivation and constantly (inding
new and meaningful wayvs 10 show respect, appreciation, and recognition to the people making it all happen.

Outreach

Effective Head Start feaders understand that they must lead within the program und in the external
environment. They establish productive relationships with the community s business and educational
leaders. They also seek opportunities for personal and professional growth.

Vision

In this context. "vision™ is defined as an ideal and unique image of the future. Vision is a critical element
of leadership because leaders are expected to create a climate of positive change within the program. In the
strategic planning process, the first step is to create a shared vision. When a program has this ideal of how
it wants to shape the future, all goals. objectives, and strategies have meaning. Everyone in the program
understands why the changes are necessiary: they have accepted the vision and understand their part.

Empower

One of the keys to cffective leadership is the ability to empower peopie. According to Wearren Bennis.
Empowerment is the collective effect of leaderstip, In [programs | with effective leaders, empowerment
is most evident in four themes: people feel significant: learning and competence matter: peaple are part
of a communiiv: and work is exciting.'

Role Model

Leaders are value driven. They base their decisions and actions on their internal ethical principles.
Respected leaders know who they are and what they stand Tor. They inspire excellence in the program
by modeling certain values such as trust. respect. creativity and innovation. conflict resolution, and
collaboration.

"Warren Bennis, An bivaned Life: Redlections on Leadcrnship and Chanze (Reading . M Addison-\Wesley Pubhishipg Coo 1993y,

P i el
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Module 1: Understanding Leadership
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Leadership Myths

Myth 1: Leadership is'a rare skill. [veryone has leadership potential. just as everyone has some level

of ability in athletics. mechanical wasks, and the arts. Great Ieaders simply develop their potential just as
great athletes train and talented performers rehearse. Leadership opportunities are plentiful and within the

- reach of most peoaple. You can be a teader in one aspect of vour lite while having a different role in another
t part of your Jife, For instance. @ teacher’s assistant may also be an all-star coach: a driver/custodian miy

i also be a Boy Scout or Girl Scout leader.

Myth 2: Leaders are born, not made. Sceveral renowned leaders in the area of education and child :
advocacy had very modest beginnings. They attained leadership positions through hard work and i
& experience. The major competencies of feadership can be fearned through practice and experience. ,
£ This may not be casy . and there is no simple do-it-yvourself cuide to leadership. However. for those ;
©owho have prepared themseives and are willing to put forth the effort, leadership can be learned.

Myth 3: Leaders must be charismatic. Charisima is nota prerequisite for suceess as aleader. Leaders ‘
come in all shapes, sizes, colors, and cultural backgrounds. There are no requirements for any certain type 1§}
of physical appearance, health, personalitny . or sivle, i

Myth 4: Leadership exists only at the top of an oerganization. [Have vou noticed that the most successful - &

arganizations have many people who are silling and able to assume leadership positions”? Think about the ‘

S programs and organizations in your community. Perhaps one or two stand out as strong models of guakity. !
Many feaders may exist in those programs and organizations. not just the director or executive director. Do l
these programs and organizations have several stall members who are outstanding in their field? Strong i
teadership breeds feaders. All levels of prograims and organizations have plenty ol room for feaders,

i

Myth 5: Leaders control, prod, and maniputate, | cadership should not be seen as an exercise of power, 4
but rather as the empow crment ol others. Good teaders do not need (o control and numipulaic vthers
because they e ahgned the energies of the staff and community behind an inspiring vision. These
feaders have breathed motivation into others so that they can create their own goals to fulfill the common
vision. Peaple should iceept leadership. not be coerced into Tollow ing it. Good leaders lead by palling, nol '
by pushing: by inspiring. not by ardering: by enabling people to use their own initiative. not by constraining
or controlling thems: by ereating realistic goals. not by setting unreasonable expectations: and by rewarding

4 progress. not by ignoring achievements.,

Understandinge Leadership 41
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Module 2

e Influencing Organizational Culture

Outcomes As aresult of completing this module, participants will be able o
B Recognize the characteristics of organizational culture

®E  Dctermine how leaders can influence the cultare of their Head Start
program

B Identify symptoms and causes of conflict and develop strategies (o
manage conflict within a program

® Determine additional leadership behaviors or skilis to include in their
Professional Development Plans

Key Concepts B The critical charaeteristies of a Head Start culture include accepted
behaviors, group norms, values, customs. and the basic assumptions
and beliefs shared by all program members. The culture of the
program is the framework that defermines how people relate to cach
other and do their work.

B Strong Head Start leaders play a key role in shaping their programs’

é culture. They use strategies to ensure that the culture of their program
supports good relationships that empower everyone to do his or her
work.

W Acting as o slentor. engaging tn Outreach, commiting to a shared
Vision, Empowering others, and being a Role Model are the behaviors
that teaders use 1o nfluence and support a positive program culture.

W Effective Head Start leaders recognize that conflict is o natural part
ol any culture. They use their communication skifls to identify the
symptoms and causes of conflict. They develop strategies that can
manage and overconie internal program conflicts.

 Learning is a continuous process. Head Start feaders should constantly
cxpand their interpersonal skills as they seek to mfluence and move
their programs into the twenty-first century.

Influencing Oreanizational Culture 45
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Module 2

Background Information

Meaning of Organizational
Culture

The abitity of Head Start directors. managers. and parent leaders to
identify the qualities of strong feaders. recognize their own personal
feadership skills and valees, and assess how they practice those behaviors
is crucial to understanding the task of leadership. However, il programs
are to meet the challenges of the twenty-lirst century. leaders must ensure
that all staff members and parents are prepared. Not only must [eaders
work through others 1o achieve program objectives and goals. but they
must also understand how they shape the overall cultare of their Head
Start programs,

This module focuses on answering the following questions about the
culiure of Head Start programs: How do leaders influence staff members
and parenis 1o develep the knowledge, skills, and values needed (o oper-
ate a nwenty-first-century Head Start progrant? What leadership dyvnamics
in the Head Start culiitre sets the 1one so evervone can participate fullv in
his or her job? What leadership belaviors and straiegics can help manage
cenflicis within a Head Siart program?

Leading & program through continuous learning is also discussed as a
strategy for developing strong. healthy programs that meet Head Start
Program Performance Standards. Programis are required to provide
ongoing training tools and support for staff members. parents, and
consiultants while serving the needs of children and families.

Organizational culture s only one of the inrerrelated parrs of a Head
Start soctal system. This soctal system concept defines a quality service
program as an organization or program with clearly defined parts that
operate and communicate effectively in a collaborative manner. (See
Participating in the Managenient Process: Module 2 Trom the Training
Guides for the Head Start Learning Community serics for more
information about the parts of a social system.)

When considering the culbture of 4 program, ask questions such as Whar
values are represented in the program .’ and Whar values do parents and
staff have in common” The link between program values and personal
values is an important part of the program culture within the Head Start
social system.

One unique clement of Head Starts cutture is that ichas always been
a model of diversity. T represents i wonderful blending of races.
languages, creads, and social-cconomic-cducational levels, Although
Head Start programs contan vasious ethuiie. linguistic. and social

46
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Module 2

Impact of Culture

groups. they atl work together and form the organizational culture. This
organizational culture reflects several eritical characteristics, including:’

B Accepred behaviors such as language. rituals. and demeanor tha
members of the organization follow when they interact

B Norms or standards that develop in waorking groups (uceeptable
daily behavior)

#  Valwes such as quality. diversity . inclusion, and colfuboration that
are supported by the organization (collective beliefs aboeut wha
Is important)

B Philosophies that guide policies and proceduores
B Riudes and cusroms for getting along in the organization

B A climate that retlects how staff pereeive different organizationul
practices

These characteristics include the basic assumptions and beliefs shared by
all members of the organization and shape how the members perceive
themselves and their environment. The culture is the framework used 1o
resolve problems within the organization and the external environment.

Culture 1s community based. Head Start demonstrates how cultare is an
extension of the way people relate (o one another internatly and externally.
The intermal community of Head Start must take the lead and represent
astrong and effective culture. Head Start culture depends on social inter-
actions, communication. shared interests and responsibilities. collabora-
ton. and fricadships. Head Start’s organizarional cultire ix the framework
used to determine whar is imiportant aned what is not”

The challenge for Head Start leaders is to influence and energive others
within the culture (o follow a shared vision. They must move their
programs by emulating and supporting the behaviors and actions that
create a strong. positive program culture that wifl thrive and forge uhead
into the future.

CEdgan HLSaheins Creani anonal Cultre and Toadasp oSan | ianasco Jossey-Bass, TOR7)

Panla Jorde Bloom, Slueprnt tor Xenon Acincvuse Conter Based Changc fhrow i Stafl Devdopanent tou Ramer Gy phon

House, 1987)
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Module 2

Shaping Orgaaizational Culture

1. Being a MIOVER

2. Empowering Otiters

Leaders can influence organizational cidiare: they can shape and mold
the values, basic assumptions, and bcliefs shared by the members of the
organtzation. They play kev roles in ensuring that their programs” culture
supports good relationships that empower everyone to do his or her work.

Eflective Head Start leaders develop a vartety of strategies to shape
culiure and influence positive relationships within their programs. Leaders
who lear to affect culture through others do so by empowering people to
build good relationships. The following strategies can help leaders build
pusitive and effective organizational cufture.

Leaders use several) technigues 1o mold a healthy Head Start culture and

to tap into the energy and creativity of staff and parents. These techniques
involve applying and integrating effective leadership behaviors thronghout
the program. including:

B Acting as a Mentor--sharing knowledge and expertise gained from
experience

B Facilitating Qutreach within the program-—ensuring communication
among parents, staff, consultants. and every member of the
organization promotes quality outcomes for children and famihes

@ Dsablishing a shared Vision—guiding and motivating staff. parents,
and collaborators in visualizing and sharing the excitement of building
a better futare for Head Start chitdren and familics

H  Developing an Empowered organization—nurturing i sense of self-
worth and commitment 1o Head Start through active participation

% Being a Role Model—modeling ethical and value-based behaviors,
standards of conduct, and lifelong learning

One of the keys to discovering the gold mine of energy and creativity in
others is cmpowerment.

Limpowerment 1s the collective elfect of feadership. In Head Stant
programs with effective feadership, empowerment is most evident
when these four values are present: people feei significant: learning
and competence matter: people are part of @ community: and work
s eaciting.’

“Nowren Henms, Wy Leaders Can™t Lead ™ fraommg and Davelopment Joweal, Nol 43 No 3 eApel, 1989 38
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Moduile 2

| People feel significant. Everyone makes o contribution to the
organization and knows that his or her contribution is important
and valued by the other members of the unit. A classroom has two
co-teachers wha plan and implement programs togetier. not a teacher
who plans and an ade who implements.

W Lcarning and competence matter, In a fearning organization, it s
sale to make a mistake: it is expected and viewed as a natural step
in the learning process. A Head Start leader values fearning and
mastery. He or she conveys that message to everyone in the pro-
gram by using performance reviews to identify staft training and
professional development needs and by supporting education und
training in every way.

& People are part of a community, One of the leader’s most important
jobs is to unify. to create a tewm of people working toward a shared
vision. Head Start progrums can do this through strong two-way
communication between staft and parents. conducted on a regular
basis. with respect for the culwral und cthnic backgrounds of afl
familics and stalf.

B Work is exciting. There is something special about working for Heud
Start that attracts people. The leader™s challenge is to make sure that
the work is stimulating and exciting by using his or her vision to
mativate and energize the staff,

What does it mean to be empowered? Empowered people feel that they
can control their survival, This means that they take full responsibality for
their situations. They recognize and conduct themselves with feelings of
personal power and control, flexibility. and trust from those serving in a
leadership capacity.

Limpow erment is evident when people from all fevels of the organiza-
tion are included in the decision-making process. They are empowered
to manage and answer to their own achievements, challenges, and
shortcomings. Lmpowering leaders influence others to agree on the
rights und responsibilities of participating in a program.

Empowcred Head Start staft and parents have an underiying purpose, ol
or vision of something worthwhile. They know they are an integral part ot

the program. and they cammit themscelves to achieving that purpose. They

do not wait for things to get better belore they start fiving their dream.

Infliiencing Organizational Culture
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Module 2

3. Fostering Good
Communicatiosn

4. Building Trust

Communication is a critical element of organizational culture. The Head
Swart Program Perlormance Standards specify that grantee und delegate
dgencies must promote regutar communication among alt members of the
program to facititate quality outcomes for children and families.

Al the programmatic level, teaders recognize the timportance of regular,
comprehensive communication between staft and parents. as well as the
flow of timels and accurate information among parents. policy groups.
stalt, and the general community. However, at the individual level. leaders
use connmunication as an effective ol for empowerment. Effective
communication allows everyone 1o express his or her opinions., receive
constructive feedback, and resolve contlicts. (See Compnmicating with
Parents trom the Training Guides for the Head Start Learning
Cammunity series for more information.)

When and how do we truly feel a sense of trust or comfort with a feader?
How can a leader build a culture that supports trusting connections with
sroups of diverse people within the program? Building trust with staft.
parents, and pariners is essential to being an effective Head Start feader.
Leaders practice the following <kills to improve their trust-building
cupacity wind their ability to appreciate the diversity of people:?

B feing accessihie. Inviting others to contact sou shoss your trust,
availabilinn . and willingness to tocus on thetr concerns.

Lisvtening activey ai every opportuniiy. People know they are valued
and respected when you listen to them.

B Lcarme sour comtituenis” storiex. When you pay autention 1o the
storytetler. you can discover a great deal about his or her values,
humor. feclings. and even how he or she feels about the program.

W Acecpire i ouch, You should meet and spend time with parents und
all sttt so vou get to know them.

W hen <talt, parents. and other progrim members trust one another and
purticipate fully in program operations, Jeaders are ahle to promote
seiise of commitment (o that program.

Lines Kovzesand Bans Poner. Cre il Hene Foder s Gaonand Tow TodSan Franciseo Joseoy Bass, 19 5
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5. Managing Conflict

To manage their organizations” culture so that it supparts core Head Start
values and beliefs, leaders must understand and recognize the dynamics
or conflicts within their programs. This also helps them understand and
dingnose issucs related to organizational culture. Leaders realize that
conflicts cannot be ignored. They must be brought into the apen and
channeled into useful purposes with creative, productive solutions.

Conflict management 1s a key component of effective communication.
Conflict and differences are inherent in every organization. Wi Head
Start leaders understand that conflict ts an extension of collaborating and
that collaborating s an extension of understanding. they can appreciate
the role that conflict and differences can play in creating a climate of
acceptance and creativity.

Thercfore. effective leaders often see conflict as an opportunity for
change. They encourage contrary opinions as an importan{ source of
vitality. Effective leaders are comfortable with the notion that conflict is
a natural part of being human. They make it work for the program first by
recognizing and accepting disagreement and then by modeling a variety
of strategies to analyze and manage the conflict,

How do Head Start leaders know when conflict exists within the program?!
Svmptoms of conflicts include increased tensions among staff or parents.
mereased disagreements and complaints, avoidance among members. and
ereased blaming. When analvzing these symptoms, leaders recognivze
that the causes of most conflicts are:

B Misunderstandings or communjcation failures

m Value and goal differences

m Difterences inmethods or approaches to work

B Conflicting job roles and respansibilities

& Lack of spirit or cooperation

B Authority issues

B Noncompliance issues or differences in the intetpretation of rules,
policies. or standards

Influencing Oreanizational Culture
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6. Valuing Learning

T Peter Senge. The Teaders New Wark

(Fall 199(h: 21

Effective leaders also plan a step-hy-step process (o assess and manage
current conflicts, This strategy tor managing conflict invalves the
following steps:

Define the problem from all points of view

State (to yoursell) what you want or what vou need
Generate as many soluticns as possible

Test each idea and select the best solutionts)

Write an action plan

Act on your plan

Leaders analyse conflicts among others and determine what prevents

a positive culture from being maintained within their programs. They
also assist members in identifying how these conflicts affect the overall
charactenistics of the culture (norms, vatues, philosophies, rules. and
climate).

In fulfilling their responsibilities. Head Start leaders often bring about
needed changes that can cause tension and conflict. Effective leaders mold
the shaved beliefs and values that define the culture to facilitate how their
organizations adapt to change and conflict and attain goals. (See fffective
Transition Practices: Facilitating Continity from the Training Guides
for the Head Start Learning Community series for more information
about how individuals deal with cbange.)

Empowerment and quality service cannot oceur without a culture that
values learning. In a learning organization, the leader is committed to
creating conditions that enable people to have happy and productive
lives.® This means giving staff the time and support (o try new ideas and
to fearn from the mistakes that will come from experimentation. It means
devoting substantial time to issues of attitude, morale. and motivation. It
also means constantly finding new and meaningful ways to show respect.
appreciation, and recognition for the people who make it afl happen.

Within a learning organization, stafl’ and parent leaders serve as models
for excellence by engaging in leadership behaviors that encourage
continuous improvement. This process hegins as leaders who guide
organizational culture foster effective leadership behaviors throughoat

S Buailding Learmng Organizations.” Sloan Manaeement Review, Vol 32, Nodl,
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Module 2

their arganizations and focus on empowerment. Leaders play key roles
in ensuring that their programs’ culture supports good relationships
that cmpower everyone to do his or her work.

Purpose: Participants will identify the characteristics of organizational
culture.

Activity 2-1:
Understanding an
Organization's

Materials:

Culture Chart paper, markers
Overhead |: Head Start’s Organizational Culture Includes...
Handout 6: Las Casitas Head Start Program
One or two sheets of chart paper, prepared prior to the activity, listing
the charactenstics of culture (accepted behaviors, norms. values,
philosophies, rules and customs, and climate) and their descriptions
from the Background Information section.

Introduce Activity 1. Using the examples from the Background Information and
Overhead 1: Head Start’s Organizational Culture Includes.. .., discuss
organizational culture. Explain that, {or Head Start. erganizational
cuiture is the framework used 1o determine what is important and
what is not.” Tell participants that, in this activity. they will identify
the characteristics of the culture of a Head Starl program.,

’ Discuss Scenario 2. Have participants separate into small groups. Distribute a copy of

Handout 6: Las Casitas Head Start Program to each participant.
Have the zroups read the scenario and respond to the questions.
invite members fram each group to share their responses with the
cntire group.

The questions on Handout 6 are listed below:

B Whar does this scenario tell you about the organizational culiure of
Las Cuasitas? Its accepted belaviors? Its norms? The values of stajf”
{ts philosophies?
Some of the answers may include:
—— Learning about others and creating learning tools such as a

vocabulary list to share information are examples of accepted
behaviors and norms.

" Based on Paula Jorde Bloom. Bluepring for Actien: Achievime Centor Based Change Fhiuough Stafj Devcdopiient € ount Raimer:
’ Ciryphon House, 1987).
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- When Evita and Monigue take the initiative and use their
OW I means. resourees, of creative ideas o obtain information
about families. they create a climate ol trust and empower-
ment. To [urther develop the norms of trust. empowerment,
and communication, they involve the director on their team,
Thev mike recommendations lor the others involved to de-
velop future strategices.

- The seenario shows wlotof energy as participants get in-
vohved in whatever capacity they can, trom the director and
arca specialists or coordinators to other staff members and
purents. A teany spirit is visible in this climate. internally and
externally, as participants complete their initiative.

Continually Tearning to keep up with technology and using
it to search and obtnn informuation are accepted approaches
o waork,

The values demonstrated include diversity . colfuboration and
partnering. and inclusion o mainstream children and families
from different ethnie and cultural groups.

Lead Final Disvcussion B Whar do vowthink the leaders of this program did 1o influence the

oreanizationtivl cdnere”! é

Passible answers include:

The director empowered Bvita und Moniqae. Thevin turn,
cinpowered and trusted others.

Lvitacand Monique reinforeed the climate of learning and
sharing infonmation with others,

The director was a strone role model because she fed Tvita
and Monigue to assist the new families. Evita and Monigue
served as role models for the others on the staft when they
shared information and brought others onto the project 1o
form a team.

Summarize Yo Conclude the activity by emphasizing the Tfollowing poiats:

Leaders shape oreantzational culture by establishing and con
municatmg vadues and behiefs.

s Leadine Head Start into the Future
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Activity 2-2:
Shaping
Organizational
Culture

Introduce Activity

Review Empowerment

B Lcaders use a variety of activities and effective behuviors to
mold a healthy organizational culture.

m  Lcaders bring about needed change by modeling the values
that empower others (o make the best decisions.

Purpose: Participants will identi{y strategies that feaders can use 1o shape
the culture of their Head Start prograrms. These strategies will focus on
how to strengthen relationships.

Mlaterials:

Chart paper, markers

Handout 2: Professional Developmen: Plan
Handout 7: MOVER Game Board
Three-by-five-inch multicolored self-stick notes
Cartoon stickers or toy prizes

Trainer Preparation Notes:

To prepare for the board game in this activity. obtain toy prizes or
stickers, one for each participant. The prizes may be stress reduc-
tion toys from a dollar store or happy stickers.

i.

Explain that 4 program’s culture influences how people relate 1o one
another. Say that strong leaders cultivate a funnan connection to
people that cnables them to gauge how others are interacting and what
others need from them. The mtuitive Head Start leader plays different
roles and wses different strategies to build heatthy relationships with
members of the program. Leaders play key roles in ensuring that a

program’s culture supports good refationships that empower evervone,

Explain that in this workshop. participants will identify and apply
strategies that empower individuals and groups.

Usire the Background Intormation. review how leaders use the

MG  ER behaviors (Mentor, Qutreach. Vision, Empowcer. and Role
Modeb to create an empowering organizational culture. Point out that
four values are always evident in empowered organizations:

Peaple feel significant,
Learning and competence matler.

People are part of @ communits.

Work 1s enerting,

fluencing Organizational Culnere

‘N
o

N




Module 2

3. Have participants tahe a few minutes to reflect on how they use
various MOVYER behaviors to shape the culture of their program
and how these behaviors have empowered others in their program.
Scparate the participants into small groups.

Explain MOVER Game 4. Distribute a copy of Hundout 7: MOVER Guaie Board and one
package of multicolored self-stick notes to cach group. Tell
participants the game they are about W play is a variation of bingao.

Have the groups replicate Handout 7 on chart paper. They should
brainstorm exaniples of teadership strategies and activities represented
in the MOVER acronym (Mentor, Outreach, Vision. Empower, and
Role Model) that would strengthen the relationships between the Head
Start leader and staff. the policy council. the management team. the
hourd of directors, and parents.

They should list cach strategy on a self-stick note ot a different color.
They should use one color for cach behavior. (For example. they may
choose o list the strategies for mentor on vellow. outreach on pink.
vision on purple. and so ony Nest, have them place the self-stick notes
in the appropriate boxes on the bouard.

n

Award Prizes During Game Whenever a group completes five boves m a row . they should call out
"MOVER™ 10 receive a prize. The game should continue until cach

tean has fitled atl the cells on its board.

Discuss Strategies 6. IHave cach group select volunteers to share their strategies with the
larger group. As cach volunteer makes lii~ or hier report, list the
strategies on chart paper.

After the reports, fead a discussion with participants that responds to
the questions below. Give individuals time to retlect on cach question

before beginning the discussion.

B Wich strategies erecte an covironment in which people fecl
sienificant?

B VWich strategios demonstrate that learning divd competenee
meadter in the orcanization”

W Wich sirategies encontrage people to feel a sense of belong-
g i tlee connneniny !

50 Leadinge Head Start imo the Fature




Module 2

| Whicl sirategios inahe sure that wark continues 1o be vxei. v
and rewarding?

B [Hov dovou integrate these strategioy uilo vour work i Head
Start?

® Ay uleader. liose do vouc integrate successful leadeeship be-
heaviors imto the oreanizational culrure aud influcince thele
development ™

Sumninarize 7. Toconclude the acovity . emphasize the following statements.,

B Overall. leaders use comumunication and trust to empow er
people. They communicate clear expectations and seeh ideas
from evervone.

B Lcaders foster a positive and empowering climate by respect-
ing. understanding, and valuing every member within their
organizations.

Finally. have participants add to Handoutr 2: Professional Development

Plan one or two new surategies that can improve their skills in valuing and

empowering others so they can continue their personal development from
e Maodule 1.

Activity 2-3: | O O Purpose: Participants will assess the culture of their program. They will
Guiding cn.n\i«.{cr how the vulture supports the L\l().\'ER behaviors, Participants
e il also analyze how the ] “R behaviors can be use ape o
Organizational will also analyze how the MOVER behuviors can be used 1o shape and
improve the overall cutture of the progrant.
Culture

5

|

Materials:
Handont 2: Professional Development Plan
Handowt 8: Shaping Organizational Cultiee by Empowering Otliers

Introduce Activity 1. Begin this coaching session by discussing the techniques participants
currently use to influence organizational culture. Note the technigues
that empower other members of the program. Have the participants
review Handour 8: Shaping Organizational Culture by Emposwering
Otliery und sefect the statements or activities that empower staft,
purents, the policy council. the bouard of directors, and the man-
agement team.
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Discuss Personal Examples 2o K partepuants to deseribe how they have applied these statements
at work und how statf members and parents have reacted to cach
activiny

Review Selected Techniques 3, ilave pardcipants add other techmgues to Handout 8 based on sour
discussion. Note strengths and areas that need improsement. Discuss
additional ways that sttt members. parents, the policy council, and
the managenient team can be empowered by increasing specific

Jeadership behaviors throughout the program. Ask participants:

8 Whicheclniques create an civivonmeni v hici people jecl
séeniticanm

Which techniques demonsirate thal tearning and comperence
maticr i the orcanization”

& Which techiiques help peaple feel aosense o boloiding inthe
communiy’

8 Which rechiigues ensure thar work coniinies 1o be cxeiting
and reveardme

Clase Activity 4. Conclude the coachig session by helping participants wdentify new
feadership technigues they would Tike o practice. Listaction steps for ‘
implementing those technigues in the Professional Development Plan.

Activity 2-4: High Purpose: Participants will recognize that contlict is i natural process
Road to Managing
Conflict

within an arganization. They will identify the symiptoms and cases of
conflict and develop strategios to manage a conflict sitnation within o
Head Start program.

Materials:
Chart paper. markers
Hondewr 27 Projessional Development Plan
Hendout O: The Denteoralized Team
Handour 10: Conflict Managcement--Svipioms and Caines
Handowr 11 Cantlice Manczement Streregies

Intraduce Activity L. Begm the activity by explaiming that strong feaders use effective
communication skills and trust to ereate @ healthy program celiue,
Faplam that confhict is o natural process within alb organizanons.,
Furthermore. ditferences can be expected in Head Start, where diverse
cultures, chivacter tpes. and social backgrounds interact. Properh

menazed confhicr can be of ~temticant valoe 1o the oreanizations i cin
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2.
Review Scenario for Symptoms 3.
Discuss Conflict Symptoms 4.
and Causes
Identify Strategies to 5.
Manage Couflict
Review Background for Conflict 0.
Strategies
Rewrite the Script 7.

creale positive change. learning. and growth. Tell pasticipants that in
this activity they will identify the symptoms. causes, and strategies for
managing conflict situations.

Distribute Handowur 9: The Demaoralized Team to cach participant.
Have participants read Handout 9 to themselves.

Distribute Handowr 10: Conflict Management—Sympitoms and Causes.
Have participants form small groups. Ask the groups to use Handouts
9 and 10 to identify the symptoms and causes of conflict within the
scenario. They should also be prepared to report their answers to the
larger group.

Reconvene the entire group and debrief the symptoms and causes of
conflict in the scenario. Have each group take turns reporting the
symptoms and causes that they identificd.

Lead a discussion and ask the following questions from Handout 9:
W What seemed to be the primary causets) of the conflict?

B How would you describe the degree of trust within this team?
What actions or behaviors can yvou give as examples?

Distribute Handowut 11: Conflict Management Strategies. Have
participants form their small groups again. Ask them to review Part |
and complete Part II. Explain to participants that they nced to consider
each individual’s point of view as best they can when answering the
questions in Handout 11. Remind the groups that they will only
complete the first three steps of Handout 11 for the scenario. They
should again be prepared to report their answers.

Remind participants that not only do communication and trust

play vital roles in dealing with conflict. but the MOVER behaviors
(Mentor, Qutreach, Vision, Empower, and Role Model) can be used
to influence and manage conflict in a conslructive manner.

Ask participants to work in their small groups to rewrite the script for
the stalf members in the Demoralized Team scenario, keeping the
background the same. Refer cach group to Handout 1 1. the positive.
influencing leadership behaviors, and MOVER behaviors discussed in
this activity,

Influencing Organizational Cilture
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Lead Final Discussion

Activity 2-5:
Conflict
Management
Approaches

Introduce Activity

Discuss Conflict Management

Give participants fifteen minutes to rewrite the script using page two
of Handour 9: The Demoralized Team. When all groups have finished.
allow some of them to read their new scripts.

Lead the final discussion by asking the following questions:

8 What conflict management leadership strategics and behaviors
did your recognize in the new seripts that were writien?

& How can the leaders inthie revised scripis provide a positive,
more healthy inflience Jor their programns” culture?

Record these answers on chart paper.
Conclude the activity by emphasizing the following:

® Conflict in organizations 1s normal and can teach valuable
lessons if managed properly.

g Solutions to conflict situations shoufd afways be mutually
beneficial and mutually satisfying,

B Trust and respect are essential for open communication and to
ensure contlicts are resohved.

Purpose: Participants will recognize that conflict is u natural part of
implementing program changes and shaping culture. They will identily
symptoms. causes. and strategies for managing conflict.

Materials:

Paper. pens
Handowr 10: Conflict Management--Sxmptoms and Causes
Handout 1]: Conflict Management Strategies

Using the Background Information, discuss how leaders use elfective
communication and trust to create a healthy program culture. Point out
that conflict management is an important task for leaders.

Ask participants ta list the symptoms and causes of the conflicts that
they experience most often. Have them list and then discuss with vou
how they typically manage a conflict situation. Discuss the resulis
they usually have with their approaches to conflict situations,

60
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Review Symptomis, Causes, 3. Distribute Handow 10: Conflice Managemeni—-Sympronts and

and Strategies of Conflici Canses and Handout 1l: Conflict Management Strategies, Pari
to participants. Have them read both handouts, Brietly discuss
cach handout.

Ask participants about their reactions {o the information about
symptoms, causes, and strategies, Ask:

B Which causes and symptoms are probably the nosi
challenging for vou? Why!

B Wiy do yow think the problem should be first defined by
considering the differences and/or perceptions among otfiers”

B Why should those involyved in the conflict meet 1o discss what
will occur i nothing is done 1o resolve the cwrvent sitwagion”?

B Wivnust those involved in the conflict have the saine wnder-
standing of the source of the conflict?

What strategies from Handowt Tl fuve you used inthe past”
How did it go?”

% Describe a Conflict 4. Ask participants to setect one recent work-reiated contlict that
involved them. Have them write a briel description of the situation.
noting the issues, feelings, perceptions, and teust issues of those
involved. Have participants play the rale of o neatral third party and
use Handouts 10 and 11 o identify symptoms., causes. and possible

strategies for the conflict,

Discuss and Close Activity 5. Have participants share their responses with you. Provide feedbuck
and discuss how the process facilitiales open communication and trust.
Help participants select one technigue that they canowork on as part of
their Professional BDevelopment Plans.

Activity 2-6: ‘ 0 Purpose: Participants will continue to work on their Professional

Feedback and Development Plans. They will establish additional goals for shaping

Follow-up: M the culture of their organization and creat:ag healthy relationships

Professional el within the program.

! .

Development AMaterials:

) . .- P . . .

Plan Belore the activity, ask participants to bring theis Leadership Journals
and Handour 2: Professional Development Pian that they completed
in carfier activities,

Influencing Ovganizational Culture 6] :
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Review Development Entries I, Ak participants to reflect for a few minutes on the information
provided in this module and how they will use it in their work. Have
them review the skills knowledge. and strategies from this module
that they included on Handowr 2: Professional Development Plan.
Discuss the challenges of these skills and strategies. Participants muay
also want to review their journal entries and reflect on their meaning.

Select Gaals and Action Steps 2. Help participants prioritize and schedule short- and long-term goals
for practicing the skills and behaviors from this modute. Include dates
for achieving the goals. Have participants select and tist in their
Leadership Journals special activities to complete, projects and
program cvents to lead. and resources to review,

Di-cuss Supportive Network o Explam that as adult Jearners, we are more likely to apply new
concepts, skills, and behaviors i we have a network of relationships
that provides support and encouragement. Ask participants to think
of other members in the training who could benefit from their support
and thuse who could assist them.

Select Training Contucty 4. Have the participants identify four people—tw o who could benefit
from their support and two who could assist them, Ask participants
to record the names and phone nummbers of these peaple in their
Leadership Journals, Suggest that they set a date (0 contact ¢ach
person.

Sunmmarize 5. Conclude this exercise by noting that learning and development is
AT ONZOING PrOcess.
62 Leading Head Start imo the Furre
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Participants working independently or with other staft can build on the
skills they developed through this guide by completing the activities listed
helow .

Next Steps:
Ideas to Extend
Practice

B A supportive program that empowers everyone to implement the
Head Start Program Performance Standards begins with leaders
who understand how to motivate and build healthy relationships.
Huve participants work with other staft members. parents, und the
management team to plar an event that celebrates sone of the
PrOgram’s recenl successes.

Emphasize that the planned event should include as many members
ol the program as possible and it should reinforee the concept of
empowering people through motivation, recognition. and participation
in innovative. quality endeavors. Tn addition. suggest that participants
pay close attention (o how they celebrate achievements and reward
performance in creative wans,

B The Head Start Program Performunce Standards require that grantee
and delegate agencies establish written procedures for resolving
internal disputes. Leaders play Key roles in guiding this process and
modeling eflective communication techniques. [or a week or more,
have participants record in their Leadership Journals how other stafl
and parents resolye disputes and conflict. Emphasize that those
imvolved in the process must histen actively so they can obtain the
mformation they need to effectively resolv e disputes and conflict.
Lach person must be open to hearing the {acts and issues, s well
as exploring the feelings and pereeptions of others.

B Toimprave communication within a program and perbaps avoid some
contlicts, participants can work with others o ereate a communication
booklet titted The Top Ten Hir List - FHlow We Communicate and
Manage Difficult Situations Suggest that participants send out to sttt
a list ol ten to fifteen problems, topies, or 1ssues that typically cause
conflict. Ask stalf to recommend salutions to these problems within u
specified time period. Collect the best answers in a looseleafl notebook
and place it in a central location. Compliment staff on their creative
responses and encourage them to consult this notehook whien conflicts
arise. Finally, participants can remind staff that new issties arise
regularly and that they can update the notebook with new solutions.

B Reffecting on how we leel during a conflictis olten helphul, Yet. at
the time of the conflict itself, we think only about reacting. FFor this
activity, participants may want to have old magazines. colored paper.
scissors, glue. and markers. They may also only want pencil and
paper.
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Ask participants (o close their eyes and think about a time when
they were recently involved in a conflict. Read the following
questions slowly:

Whewas imvolved?

-~ Whar evens led 1o the conflict?

—  What were your feelings”

-—  Whar happened?

— Wit feclings remcin il yvou?

After thinking about these questions. ask participants to create a
cellage or representation of their feelings using the materials they
have gathered. They may want to express their thoughts in verse or
prose. Have participants discuss their responses or artwork with vou.

To encourage participation in ongoing professional development and
fearning. suggest that various staff members offer workshops related
to the information in this module throughout the yvear. They can use
the Resources section at the back of this guide for workshop topics.
In some cases. the presenters may wanl to present a topic that is
refated to their area of expertise but still relevant to running a program
with @ strong. positive. fearning culture. This activity will broaden the
shills of those giving the workshops and maintain the philosophy of
continuous learning, Some indviduals may even want to team teach
or share these sessions with other centers.

064
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Handout 6: Las Casitas Head Start Program ;

season. There are many infants and toddlers in the program: Nearly 70 percent of the children are under 5
the age of three. They are primarily Mexican families, but also include several Haitian, African American.
tand Anglo-American families. Las Casitas Head Start stafl members represent cach culture served by

i the Progriam.,

I
f
| Las Casitas Head Start program serves migrant farniworher families during the fruit and vegetable harvest
5
i
i

During a sttt meeting. Exita mentioned that three new famiiies with preschool chifdren had moved o
the housing complex where some of the Haittian and Mexican families live. The new families were from

v Guatemala. but they did not speak Spanish: they had their own Indian dialect and customs. Evita asked it
anvone on the statf could communicate with them because someone who understood their language and
culture should mvite them to enroll in the program. No stalf members knew anything about this particulur
culture.

The director asked for volunteers to research the Guatemalan culture and ey to locale an interpreter in the
community. Evita volunicered and agreed to get back to the director by the end of the week with some ideas
1 or recommendations. Monique offered o help her.

il Evita made calls to churches and social services agencies. She began to Iearn about where the families came
from and found out that they spoke an Indian dialect catled Q ueqehi (KEF-chayv). Monique used her

pi technological sKills to gather some information from the Internet about traditional Quiché-Mayan (KEL-
©chay MAH-vam cubture and the QT ucgehi anguags. They found vut that & community health purse in the

nest town might be able to mterpret for them because she had speat two ycars in Guatemala as a Peace
Corps Volunteer.

Reporting hack to the director two dass Tater. Evita and Momque recommended forming a team that could
Cocereate astrategy to reach out and invite these newe fumilies to join the program. The director agreed.

- knowing that the program must offer some signs of Tamiliarity to welcome them. The director joined the
tean and asked staft trom the child developrient. healthy and famils parimerships arcas to join the tean.

Thes met the next morming (o plan a <trategy for creating a welcome enyvironment for the Guatemalan

families. Thev staried with i vision statement about how the diversity ot Las Casitas Head Startis 1ts "
greatest strength. Next they brainstormed way s to involve a variets of community organizations in pooling -
. resources and benefits, The director wanted to Tearn some words and phrases in Q ueqehi: she had already
made a few fabels using the vocabulary st that Monigue had circuloted and posted in the classroomi.

The center’s statl was now ready (o contact the new fanulies. More Quiche-Mavan families hi f moved into
the housing complex, and the Guatemalan community was growing. A dozen children were enrolled in

o Las Casitas center. Occasionally, a few mothers would come to the center and teach others how 1o make
Htontillas. Stadt began 1o fearn about Central Smerica, the Mavan Indians, and the native traditions of their
newly enrolled Gomibies,
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Handout 6: Las Casitas Head Start Program |

. i
; (Continued) ,l
| i;
i . . . i1
Las Casitas Head Start now serves [ive distinet ethnic groups. The ¢lassroom bulletin boards have colorful i'
displays of many different cultural heritages. The parent committees have many plans for sharing traditions |}
i and customs. The clair of the policy council. who is from Haiti. says Las Casitas Head Start could teach the 1
! United Nations a few things about building on the strengths of a diverse group!
! i
! i
Hom What does this scenario tell you about the organizational culture of Las Casitas? Its accepted ;
behaviors? Its norms? The values of statf? Its philosophies? !
i
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. @ What do you think the leaders of this program did to mfluence the organizational culture? :
. ;:
|
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| Handout 7: MOVER Game Board
|
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Handout 8: Shaping Organizational Culture by Einﬁ;)“fering Others*

Pty

Self-Development Technriques:

> Practice ongoing self-awareness through review of past experiences, personal strengths, and
Ul competencies

. Allow time for personal growth and self-development

i D Increase willingness to develop new behaviors

: Develop patience with self and others

One-on-One Techniques:

Share positive experiences of empowerment
Develop patience with seif and others

Cultivate openness to give, receive, and request feedback

(N e

Delegate key tasks. power to make decisions, and respaonsibility

Group Interaction Techniques:

Nurture a climate of collaboration, acceptance. support, and enjoy ment
Share group and individual successes programwide
Encourage others to be active participants - '

R T )

Identifyv and clarify common goals
i Leadership Techniques:

Plan for changing organizational culture

b

> Model belief and trust in people
> Clarify organizational values

)

Encourage individual and program growth and development

it Programmatic Techniques:

") Establish open communication channels
w > Create workflow patterns that allow for quality. innovation, and creativity
) Promote information sharing throughcat the program
> Provide opporturitics for staff and parents to take on professional responsihilities and

personal commitments

“ Adapted fromy Judith Vogtand Keonneth Murrell, Luwpoveerment e Oreantzations How 1o Spark Tovcepriondd
! Performance (San Dicgo. CAz University Associates, Ine . 1990y, pp 100 - 103,
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Han(i(—);lt 9. Thve Demorallzedfe_am |

Every year, the Head Start staff prepare for family recruitment and registration by offering o one-stop
shopping™ day. Parents are invited to spend a half hour or a half day fearning about a range ol services
available 1o them through the Head Start program. Parents can learn about clinies and physicians who can
become their child's primary provider by providing physical exams. immunizations, screenings. and sick
child care. An cligibility worker would attend to help eligible families apply Tor Medicad. WIC. and other
services. Parents can also learn about extended-day child care programs. find out about transportation
needs. and attend a dozen short workshops on topies such as literacy and job training programs. healthny
diet recipes, and support groups.

Two days hefore the event. the project planning team runs into trouble. Kuathy is blaming Vanessa for not
sending out the notices in time (o notily the participating community agencies. Darlene agreed to fine up
transportation for families that needed it but she never followed through on her promise. The teachers do
| not have encugh information 1o pass on to the parents who usk about the event. Billy retects any ideu that
is presented for fixing this disaster. saying itis too late and nothing will work now.

When vou agree to be a part of o team, vou have (o carey vour share of the work . Kathy said. looking wt
Vanessa. 1 isn'tjair to the rest of us when one person abvays messes ap,

You have no right to blame me, veplied Vanessa. We couldi’t meer as often as we needed 1o becanse
evervone's schedule was full of ether projects. And when we did imcet, wo one listened 1o my siegeesiions.

Well I think we sthould cancel the swhole thing at this late date. suggested Bilis. We can't padl i ofl with the
poor attitude we have on the team. Darfene’s idea jor transportation doesi’t have enovgli lead tine. The
teacticrs have a negative perspective of the event hecanse they didn't et enowgh inforination about it

Canceling is not an option, and yvou kuow it, Billy, retorted Kathy. You are supposed to he the team leader,
but you areir’t open to anviling. We et witlt the teactiers this morning and gave them flyers. If we need 1o
consider a different approach to transporting the families. then lec's do it Tam tived of people not jollowing
thirougl and making us all look bad. Aned besides. Thnow you were critici ing some of us to the ducctor.

What seems to be the primary cause(s) ol the conllict?

How would vou deseribe the degree of trust within this team? What actions or behuviors can vou give as

examples?

Influencing Organi. ational Cultine
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Handout 9: The Demoralized Team

(Continued) |

Bl

I

Identify leadership strategies, MIOVER behaviors, and confli 1 ianagement strategies to positively i
change this situation. L
LEADERSHIP STRATEGIES AND MOVER BEHAVIORS: .

_— e i

|

: i e

;

X

i

i

%i

- - e i
i

- - - - S i
|

CONFLICT STRATEGIES/QUEESTIONS USED: i
i

I

|

i

b
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Module 2: Influencing Organizational Culture

e _ _ S
Handout 9: The Demoralized Team !!

(Continued) I

f

ROLE PLAY SCRIPT:
Kathy §

| e
N o
|

Vanessa 1

i

i

Darlene
__________ S ) i

I

- - I
I |

Billy !

“ 1

|

I I !

|‘

!

i i
|
i i
! ToTo LIlTIT o IimrTooLio o — - el pbeiaid bl g— —=TLT T ‘J
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Module 2; Influencing Organizational Culture

Handout 10: Conflict Management—Sympioms and Causes

SYMPTOMS OF CONFLICT:

E Increased tension among
leadership teams, policy
groups, management teams,
staff, or parents

Increased disagreements and
complaints

& Avoidance among program
1 members

i ® Increased blaming

CAUSES OF CONFLICT:

Misunderstanding or ,
communication failures i

m  Value and goal differences

m Differences over methods/
approaches to work

® Conflicts in job roles/ 4
responsibilities |

m  Lack of team spirit/
cooperation

B Authority issues

®  Noncompliance issues or
differences in interpretation of |
policies or standards of work |

Influencing Organizational Culture
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Positioning Head Start for the Future

Ouicomes

Key Concepts

Background Information

Alter completing this module. participanits will be able to:

Creaie a vision that affiems their program’s role and direction for the
future

m  Develop and articulate an inspirational messagze that emphasizes the
benefits of Head Start to the community

B Apply innovative approaches to meeting program objectives
& Recognize strategies that promote community partnerships

& [denufy additional skills, knowledge. and behaviors that they can
include in their Professional Des elopment Plans

| Dynamic leaders have a unique vision for the future of their programs.
This vision provides the focus and direction for the services programs
provide.

Leaders know how to commnicate the vision for their programs to
Head Start staft and members of the community. They strive to inpire
othery 1o share in achieving it.

A Lnsuring that children and families recetve quality services reqguires
leaders to ady ecate for their programs. They continually seek to
develop parmerships by working with the community to build trust
and integrate strategies that benefit everyone.

Leaders are change agents. They are risk-takers who seeh mnovauve
approaches to developing their programs and improving how they
relate to the community.

LLeaders who can position their Head Start programs for the future embody
several qualities. They serve as Mentors to their statf and community
partners. encouraging communicition and collaboration to create and
sintain trusting relationships. They promote Qutreach, bringing com-
munity institutions together on behalf of low-income children and
families. They are clear about their programis” Vision and can express it so
that others want to be a part of it. The shared vision Emj wers others to
experiment and take the risks needed for mnovative projecis. And they
alway s act as Role Models. showing by exaumple how o forge partnerships
founded on the Head Start goal of promoting the sovial competence of
children. Ta sustain Tead Start as o ssmbol of hope for o better Life Tor

Positionme Head Swart for the oo e
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Moduie 3

chitdren and their familics, feaders must be MOVERs who are reads and
able to move the program into a ilourishing future.

Madule 3 focuses on the fundamental skills Teaders need to position their
[Heud Start programs tor the futare.

Visioning The ability to see future possihifities is a eritical element of leadership,
This capacily is called visioning: it may also be called envisioning,
imagining. even dreaming about what the organization will fook like
in the future. What a vision does is remarkable: a clear vision that is
communicated and shared by others creates a direction for the future
and provides a framework for today “s activities,

Dynamic leaders have a unique vision for the future ol their programs,
These leaders have a clear vision of how things should be. Their vision
provides the focus and direction for the services their programs provide.

How do Head Start leaders begin to envision the future? It can begin

with a vague desire to do something that would challenge them and others.
The internal energy around this idea encourages more and more thinking.
enabling them to dreant about and clarify what they really want to happen.
Leaders begin to sense what the organization or project would jook like.
feel like. und be like. The image of the future progzram takes shape in their
minds. The vague potion becomes erystallized into sontething concrete
that they can write down, draw. or express in some sway. This process has
probably happened to all of v~ many times.

Fach of us has the capacity to invent some aspeet of the future. Ask
vourself this question. Would 1 ratlier invent the futire or just experience
the futiere ? Those grantees that have recently added new programs «ich
as atransition project. a fasuly serviee center, or an Farly Head Stan
progiwm had someone who could tike a dream. share it and build the
necessary partnerships to create anew reality. (See Leading the Way:
Disabilities Services and the Management Tean from the Training
Guides for the Head Start Learning Community ~eries for more
information on how program leaders ereate new realities.)

3 Inspiring Otlrers Effective leader, e able to ereate a vision and. just as important,
communicale the vision in away that fnspires others to want to be a part
of i Wiy i it important (o communicare the vision and enlist others (o
seepporsit? When Head Start leaders can translate the vision into o reason
for being for cach stadl person and family member in the program.,
evervone has a partin the vision and can accept it Leaders strive o
communicate what others can embrice and support as their own ideal.

Fhes ownership gives poteney ind power to the vision. T produces positive
resulte T helps the dieamn bhecomie areality.

-
P
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Module 3

Hove do dvnamic leaders effectively commumnicate their vision” They
articulate the vision into a phitosophy that is casy to grasp and under-
stand—a concept that has meaning to every pirent. staft person,

and nrmber of the conumunity.

To communicate in a way that moves others to share the viston, leaders
appeal 1o a common purpose, communicite expressively.and have a
sinecere beliet in what they are saying. In other words, they know how to
connect with their asdience and how to communicate their ideas clearly.

They dothis by using Linguage and cultural metaphors that individuals

can relate to: they refate to cach individual™s cares. concerns, and work.

They make contact with parents, program staff, volunteers, and the local
community. atempting to understand their concerns and the impact the

vision has on them.

This “high touch ™ approach distinguishes outstanding leaders. Being able
to relate to the personal concerns of individuals builds trust and pro-
motes a desire to be part of the team. Developing trusting refationships

i~ extremely impaortant so leaders cai effectively forge ¢ nmunity
partnerships and collaborative goals,

The Advisory Committee on Head Start Quality and Expansion had a
vision: An expanded and renewed Head Start that serves as a central
community institution for low-income children and their families in every
American community. This vision requires leaders 1o form alliances with
all sectors of the community and to comnunicate how these parinerships
are mutually beneficial to eversone. Head Start partnerships allow
organizations to make a positive investment in the future of the entire
community.

iy the feadership role envisioned by the Adyisory Comimitee. Head Start
will plas aeentrad role in emerging national inatives such as bealth care
reform. education reform. family preservation and suoport, and wellare
reform. This vision has already started to take shape. with many slate
collaboration offices propelling Head Start”s concerns for children ind
Familics into state and national privrities.

Local programs must also forge partnersiips that are constantly renewed
and reeriafied to meet changes in families, communities. and state wnd
natonal policies, The Tead Start Program Performance Standards icquire
aranfees (o participate in community planning. o cncourage strong
communication and coaperation. and to share information among com-
munity partners. This viswon is a widely evpanded leadership role fora
Head Start program,

Positionme Head St for the 1 utinee




Module 3

Acting as Change Agenls

How can Head Start feaders meet this mandeate of establishing ongoing
collaborative relationships with community organizations?

®  They can form or join local networks and coatitions that promote the
needs of children and families.

®  They can seek to expand representation on the bourd of directors
and policy council to include representatives from community health
care providers, agencies that serve children with disabilitics. family
preservation and support services, child protective services. local
clemientary schools, libraries. musceums. and other child care
providers.

B They can participate on commissions, task forces, or advisory hoards
at the focal and state levels. or they can at least influence these bodies
on behall of Head Start children and families.

| They can build community awareness and support by planning special
cvents and speaking to civie groups about program needs and projects
for children and familics.

When leaders reach out to the community, they create the strong part-
nerships that jocal programs need to Tulfill another important Teacdership
role—-the role of change agents. In Head Start, this means that feaders
must challenge the status quo—business cannot continue as usual, Head
Start leaders must seck challenging opportunities for themselves and their
programs to change,
that it cannot become better? Innovitive leaders never rest on their past
accomplishments: they are always looking for ways o improve services
and policies. They break free of the routine. They actively search for
something new. They take risks.

grow, innovate, and improve. Is any program so good

&

This cun be done by constantly questioning routine procedures, Are they
working well? What changes can be made to muke them beteer for
children, parents, or stalf? Ask the statf, children, and parents for their
suggestions because they feel the impact of the procedures or routines and
can be a source for ideas. By example, the innovative leader can help
others in the program break uscless old habils and ook for projects that
are fun, exciting, and challenging.

a4
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Module 3

Taking Risks

.. . }
Activity 3-1: { f"o’\‘ {
C"reatmg a o, ).J
Shared Vision Tai

Building leadership in the program and the community requires exper-
imentation and risk, with the understanding that mistakes are lessons to
learn from. Taking risks invites some mistakes, some degree of error

or failure. Strong leaders have experienced fatlure, but they have learmed
from their mistakes and grown in the process. Innovative leaders allow
children. families. and staff (o learn from their own mistakes.

To implement the Head Start Program Performance Standards, Head
Start leaders clearly need to establish community partnerships. promote
aceess o community services for children and families, and ensure that
the Head Start program responds to community needs. This module
offers techniques that leaders can use to enhance their skills in establish-
ing partnerships (o promote the needs of children and families. (See
Community Partnerships: Working Together from the Training Guides
for the Head Start Learning Community scries for more information
about using comprehensive. programwide processes to facilitate
community coltaboration.)

Purpose: In this activity, panicipants witl develop a shared vision
statement. This vision statement will provide the focus and direction
for tdentifving the services their program must provide to meet future
challenges.

Materials:
Chart paper. marhers
L.eadership Journal
Twelve peel-ofl nume labels
Colored markers
Glue stick

Light-inch squares of muslin or light, solid-colored cotton fabric

Trainer Preparation Notes:
[ Write and post the following questions on chart paper:

B What services would our program provide if we could
overcome afl of today's chatlenges”

B VWhat nust we do to provide a betrer sworld for tlie
clildren and fuilies in our program?

2. Prepare cight-inch squares of mustin or a light. solid-colored }

cotton labnce, Have at least one square lor cach participant.

Positionine Head Stari for the Fanoe
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Module 5

Introduce Activity i.

Brainstorm Vision 2.

'
N

Write Individual Vision

Represeni Vision of Groups 4.

Refer to the Background Information on vision, Emphasize the
following:

Leaders are responsible for ensuring that their programs hane
a unique vision of the future.

® This vision provides the focus (and direction) for planning tie
services identificd in the Communiny Assessment process—-
the services vour Head Start prograni must provide to mecet
future challenges.

B The vision senves as the bridge to the future.

B When a program’s vision is clear, it is easier for everyone 1o
work together toward a conimon goal.

Tell participants that the v will work together to begin describing the
Vision for their progran. Brainstorm the answers to the following
guestions, Chart the responses.,

W MWhat services would ¢ program previde ifwe coulid over-
come all of todaxy’s challenges”

B War st we do to provide a better world for the children
and families i owr proeram?”

Instruct individuals to review the answers tisted on the chart paper
during the brainstorming activity. Ask them to write in their
Leadership Journals a vision statement that reflects thelr responses to
the questions on the chart paper. The vision statement may consist of
several sentenees,

Distribute the peel-ofT Tabels and ~guares ol fabric. AsK participants o
write their vision statements on the labels and attach them to the I bric
sguares.

Separate participants into groups. Have them read to their aroups the
vision statements that they attiached to the fabric squares. Have the
croups decide how to fusten their fabric pieces into gulis. Ak the
arenps o review the visions represented on their quilts and write at
Jeast one vision siatement that encompasses the ideas on their quilts,
They can dec rate the quilts and name them. Colect all the guilts and
display them around the room. Have a spokespersen from cach group
read the vision statenment to the entire group.

Doeadmge Head Staveinto the Funere
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Modiile 3

Write Shared Vision

Record in Leadership Jouwrnals

Activity 3-2:
What Am I Here
to Do?

‘Hw.—‘.

Q 0O

84

=

N

Help the group write a shared vision statement. To guide them. ask:
B e there commat themes represented i these guilis?

W Whar vision iy represented inall of these themes™

B Whai chalicngcs will we need 1o overcome in the fuiire?

W Hone does this vision fiwith the inlormation see lear froa
COMIY dssessimens?

6. Ask participants to think about what each of them can do to achicve
the vision, Tell them to answer the following in their journals:

B Wharam L already doing 1o aclieve the vision?

@ What can I bevinto doto acliieve the vision?

Purpose: In this activitv. participants will write a v ision statement for
their Head Start programi. This statement will provide the focus and
direction tor identifving the services their program must provide to meet
future chillenaes.

Mat -ials:
€ nart paper. tarkers
Leadership Journal

Coach Preparation Notes:
Prepare three picces ol chart paper. with one of the following
questions at 1 top of cach:

What v the “vometiiing ™ that xore are here o do’” L

a  Wharchallences are the ildren and jamidlios in the Heed
Start connmonty lacing.”

What services mest vour proeram provide o cvercome these
challenees.
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Module 3

Introduce Activity

Reflect on Head Start Prop-am

Vrite a Vision Statement

Share Vision Statements

I~

Refer to the Background Information on visioning. Emphasize the
foltowing:

B Loaders are respansible for ensuring that their programs have
a unique vision of the tuture.

A This vision provides the focus and direction for identifying
the services a Head Start program must provide to meet future
challenges.

B The vision serves as the bridge 1o the future.

B When a program’s vision Is clear. itis casy for everyone to
work together toward acommon goal.

Ask participants to answer the tollowing questions in their Leadership
Journals:

m unlliere for something (o do”

® .\ heretodo something”?
Discuss their responses. Continue the discussion by asking:
g Whatisthe “somethine ™ that xou are here 1o do?

What challeniees are the children and famiies in the Head
Start community facing.

B What services must xour program provide o overcome these
challenges?

Kecord their responses on charl paper.

Give participants time to review the answers Tisted on the chart paper.
Ask them o write in therr Leadership Journals u vision statement that
puts into words shar they want for therr prograni in the juture. The
VISION May consist of several sentences.

Discuss how they can arrange Lo discuss their vicions with other
program leaders. The discussion should also include the visions tha
other feaders have for the program. In addition, discuss how the
feaders can comnumicate their vistons o adl parents, stall. and
valunteers.

Feadiese Head Swart inte the D otiere
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Module 3

Activity 3-3:
Five Minutes of
Inspiration

Purpose: Inthis activity. participants will practice ways to communicate
their program’™s vision so they can inspire others to embrace it

Naterials:
Handowt 12: Guidelines for Conmmaicating the Head Start Vision
Handowr 13: Planning ard Inspirational Message Worksheet

%J S0P B s e LT L AP |
L
1

i Trainer Preparation Notes:

To prepare for this workshop. ask participants to do the follow ing:

X Bring the shared vicion statements they prepared in Activity 3-1

B Bring something to the session that has greatly inspired theim
and influenced their thinking and behavior, for example. a

i poem or a speech. (I participants heard an inspiring speech

‘ but do not have a copy of it. they should be prepared to dis-

cuss its content and the person who delivered it.)

I Optional Presentation Schedule
This workshop can be presented in two sessions, i two-session

!
3

schedule is selected. use Session | o plan an inspirational message :
and use Session 2 1o practice delivering that message. i
|

Optional Session i: [. Ask participants o share the inspirational object they brought 1o the
Introduce the Activity workshop. Tell them o explain why it is inspirational.

(3]

Analvze Inspirational Speakers Ask participants to think of o speiher who inspired them. Ask. Why

wars the speaker o fnspiving .’ Possible ancwers could include the
following:

B He painied avivid pictere.

m e exanples vere fonnliar, Teowld relate o thene.

W /e walked abont raditional values.

She appealed 1o eversone - dificecnt parts of the cowanry, all
aves, botl sexes. major religions,

B Hercmoton and | assion were evideni, She spoke with con
vicrion abowi lier o an,

Positioning Head St for the Fitiere Wy
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Discuss Elements of Effective 3.
Communication
Draft Inspirational Message 4.

Optional Session 2: 3,
Deliver Inspirafional Messages
Summarize 6.

Refer 1o the Background Information under lnspiring Others. Acting
as Change Agents, and Tuking Risks. Emphasize that leaders inspire
others by communicating their visions so many pecple can relate to
thern. They articulate how other members of the community benefit
when the Head Start vision 1s achieved. Leaders can be change agents
and foster community partnerships when they talk about Head Start.
Explain that leaders can schedule one-on-one meetings with com-
munity leaders to deliver an mspirational message. In addition. leaders
can give presentations at meetings and fundraisers.

Using Handout 12: Guidelines for Comnnaticating the Head Start
Vision, discuss ways to organize und deliver an inspirational message.

Distribute Handowr 13: Planning an Inspirational Message
Waorksheetr. Allow participants twenty minutes to plan a {ive-minue
talk that communicates an inspiring message to the community.
Explain that when people plan the message they want to communicate.
they can present their ideas more clearly. Refer participants to the
vision statements they created in Activity 3-1 to help them plan
their messages.

Betore the first speaker begins. review Heandout 12: Guideliyies for
Commmnicaring the Head Start Vision and use il as a feedback [orm
for each speaker. Have participants deliver their five-minute specches.
one by one.

The trainer and the participants should complete one feedback form
for each speaker, indicating with a check mark cach guideline element
they observed in the speech. After each speech. collect the feedback
forms and give them to the speaker.

Summarize the activity by ashing participants to explain the
importance of communicating the Head Start vision to thetr
community. Discuss ways for participants to communicate their
messages to the community.

90
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Module 5

Activity 3-4:
Inspiring
Others

Optional Session I:
Introduce the Activity

Analyze Inspiretional
Speakers

Purpose: In this activity . participants will prictice way s o communicate
their progrant’s vision so they can inspire others to emibrace it

Materials:
Chart paper. markers
Handour 12: Guidelines jor Conununicating the Head St Vision
Handour 13: Planning an spirational Message Waorksheer

Coach Preparation Notes:

To prepare for this workshop. ask participants to do the following:
B Bring the vision statements they prepared in Activits 3-2
Bring something to the session that has greatly inspired them
! and influenced their thinking and behavior. such as a poem or
f £

. a speech. (If participants heard an inspiring speech but do na

i have a copy of it, they should be prepared 1o discuss its con-
tent and the person who delivered it )

i Optional Presentation Schedule
This activity can be presented in two sessions, I a lwo-session

sehedule is selected. use Session 1 to draft an inspirational mes-
sage and use Sesston 2 to practice delivering that message.

e

I, Ask the participants to share the inspirational object they brought to
the worksiop. Tell them to explain why it is inspirationzl.

2. Refer to the Background Information under Inspiring Others.

Emphasize that feaders inspire others by communicating their visions

so meny people can relate o them. They are able to convinee others
that many people will benetit when the vision s achieved.

Ask participants to think of a speaker who inspired them. Ask, Wiy
was this speaker soinspiring? Possible answers could include the
tolfowinn

W 71 paie da civid pictire.

B leccvanples were famihiar, T eould relaie 1o them.

Posttionine Head Start for the Fature
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Modiile 3

Discuss Elements of Fffecrive
Conununication

Draft luspirational Message

Optional Session 2:
Deliver Inspirational Message

Summarize

h

0.

& e ralked about radiional values.

W She appealed to evervone - =different parts of the country. all
ages, both sexes, majar religions.

B Her omotion and passion were evident. She spoke witli con-
viction ahout her drean.

Referio the Background Informaton under fnspirineg Others, Actine
as Cliange Agents. and Taking Risks. Emphasize that leaders articulate
how other members of the community benefit when the Head Start
vision is achieved. Leaders can be change ugents and {oster com-
munity partherships when they talk about Head Start. Explain that
leaders can schedule one-on-one meetings with community leaders

to deliver an inspirational message. In addition. leaders can give
presentalions at meetings and fundraisers.

Using Hundout 12: Guidelines for Conmmunicaring the Head Start
Vision, discuss ways to organize and deliver an inspirational niessage.

Distribute Handouwt 13: Plarning an Inspirational Message
Worksheer. Allow participants twenty minutes to plan a five-minute
talk that communicates an inspiring message to the community.
Explain that when people plan the message they want to communicate.
they can present their ideas more clearly. Reler participants to the
vision statements ihey created in Activity 3-2 10 help them plan their
NMEsSSHges,

Huve participants deliver their five-minute specches. Using Handour
12: Guidelines for Communicating the Heuad Stait Vision and Handout
13 Dlanning o Bospirational Message Worksheer, discuss the
strengths of cach speech. Ask participants for suggestions on ways to
improve their specches.

Summarize the activity by asking participants to explain the
importance of communicating the Head Start vision te the tocal
community. Discuss ways for participar o~ to commuricate their
messages o the community.

l):'
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Module 3

Activity 3-5: AT
Forging ’ )
Community 'tx). )]
Partnerships —

Introduce Activity

Purpose; In this activity, participants will use a scenario to identify
strategies they can use to promote community partnerships.

Materials:
Chart paper, markers
Handout 2: Professional Development Plan
Handout 14: The Grea: Strides nitiative
Copics of Section 130441 of the Heud Start Program Performunce
Standards. Community Partnerships. Scction G Partnerships

To prepare for this workshop. list the following phrases on chart

i ,

i Trainer Preparation Notes: I
g

| ,

i paper:

I

| - Take an active role in commumiiy planing 1o enconrage "
! strong conmunication, cooperation, and the sharing of i
| .o, ) ’ i
; information o
| ® Tuke affirmative steps to establish ongoing collaborarive i
k relarionships witle communine organizaiions i
v .
I |
N .

{i B Perform optreach to enconrage volunteers rom the

b conmuity 1o participate

I

il

il B Develop inferageneys agreements with local education

i ! agencies i
I o o

L. On chart paper. display the following phrases trom the Head St

Program Performance Standards:

B Take an active role in comnmuoiiy planing o encourage
strong comhminication, cooperation, wad the sharing of
information

B Tuke affirmative steps to establish ongoing colluboraiive
retationships seith commumily organization s

W DerJorm ontreacl o enconrage volunteers from the
COIRMBNILY {0 purticipate

B Develop interageney agreements with local education
aAgencies

Positioning Head St for the Funive
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Module 5

Read the Scenario 2.

Discuss Scenario isn Groups RE

Discuss Comnuenity Partnerships 4.

h

Conclude

Ask participants about the significance of these statemenids. Ask. Do
yoir know the sonree of these statenients ? What do these siaiements
mean 1o you ax a Head Start leader? Hove do the performance
standards support veur leadership role in the conmniiv? Explain
that forming partnerships often requires leaders o use innovative
approaches w reach out to the community in new ways.

Lisplain that Handout 14: The Great Strides Initiative describes wha
a Head Start director und other program feaders achieved when they
worked with their community (o improve the delivery of services.
Adter reading the achievements of these leaders, ask participants to
think about the activities that the feaders in this program must have
accomplished to achieve these results, Have participants read the
scenario to themselves and. pretending (o be the Head Start director
for the program in the scenario. answer the questions on Handout 14

Instruct participanis to form smalt eroups and answer the questions at
the end of the scenario,

Conclude the activity by distributing copies of Section 130441 from
the Head Start Program Performance Standaids, Refer to the phrases
on the chart paper. Ask participants 1o locate the complete staterments
conaining each phrase in the Head Start Program Performance
Standards [Section 1304.41¢1). (2). (). and (H]. Find at least one
staiement in the performance standards that supports your role as a
leader in the community. Lead & group discussion o answer the
foliowing questions:

B What innevative strategies can D use 1o cnhanee onr existing
commity partuerstiips in this arca?

B UWhatinnovarive stradegies can Dise (o develop new
COmniy partnersttips i this area?

& What supports v leadership role in the comnmnmiry ?
Ask participants 1o use Handout 2: Professional HDevelopuent Plan (o

identify at least one activity that can help them enhance or develop
community partnersiips.

u4
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Modlule 3

Activity 3-6.
Reflecting on
How to Achieve
Community
Partnerships

Inntroduce Activity

Purpose: In this activity. participants will identify strategies that they can
use 1o promote communily parinerships.

Materials:

|
I
|
i
s
i
i
t
'

[,
!
|

H
|
I

Chart paper, markers

Handout 15: Communiiv Partnerships Action Plan

Copies of Section [304.41 of the Head Start Program Performance
Standards. Community Partnerships. Section () Partnerships

Coach Preparation Notes:

To prepare for this coaching session, Jist the following phrases on
chart paper:

B Tuke annactive role in community planning to encourage
strong communtcation, cooperation, and the sharing of
information

8 Take affirmative steps ta establish ongoing collaborarive
relationships with comnumine organizations

| Perform outreach to encourage volunteers from the
CORUNURITY to participare

| Develop interageney agreements with local edication
agencies

On chart paper, display the foliowing phrases from the performance
standards. Ask participants what they know about these phrases.

W Tuke an active role in conpnunity planning 1o encowrage
strorg comutication, cooperdtion. and the sharing of
information

B Tuke affinmative steps to establish ongoing colluborative
relationships witl communine arganizations

| Derfornt autreach te encoirage volunteers ron the
conuniiy (o pariicipate

& Develop inicraeency agreementswith local educeion

ALenCies

Positioning Head Sty for the Fruie
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Review Performance Standards 2. Distribute copies of Section 130441 from the Head Start Program
Performunce Standards. Refer to the phrases on the chart paper. Ash
participants to locate the complete statements containing cach phrase
in the Head Start Program Performance Standurds {Sceetion 13044
(2 (3 and (1)) Lead a group discussion to answer the gquestion:
What do theve standards inean o vorcas a Head Srart Leader?

Biscuss Examples of Current 3. ASK participants for examples of how their program is currently

Community Partnerships achieving cach of the standards listed. Record their responses on
chart paper.

Identify New Approaches for 4. ASK participants W record cach phrise from the performance standards
Communiry Partnerships on a sheet of paper. For each standard. help them brainstorm answers
Lo the following questions:

B Wt innovarive strategies can Dise o ciianee olor existing
Cominuniiy partnerships in s area?

W Vhat innovative strateeies cai Line 1o develop nev communiin
partnerships iv this area?

B har supporis iy leadership vole in the commionin 2

Complete Action Plau So0 ASK participamts to review the strategies they listed in Step 4 tor cach 0
performance standard. Then ask them to select one strategy from each
Tist for atotal of Tour strategies. Using Handowt 15: Commuuniny
Pactnershipy Acrionr Plan. help participants identify the steps they will
need to follow to complete their goals. Arrange @ series of follow -up
meetings to discuss their suecess,

Sununarize 6. Limphasize that deselaping community partnerships is essemtial tor
improving the dehivery of services to Tead Sttt chaldren and families.
Assure participants that they are equipped tor the tusk
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Module 3

Next Steps:
Ideas to Extend
Practice

Participants working independently or with other statt can build on the
skills developed through this guide by completing the following activities.
Participants can use their Leadership Journals for some of the activitics.

W Local agencies continuously develop nuliiyear and shori-term
program goals. They also create financial objectives that address
the community assessment findings and the agency’s vision for
quality programming.

For this activity, have participants work with staff and parents in

a visioning process. They should consider their program goals and the
findings from their community assessment. They should also think
about the level of program quality. This reflection often begins with
one's dreams or visions of the perfect program.

Participams should inform staff and parents either during a meeting
or through written communication that they want to hear about cach
person’s dream for the ideal program. The dreams or visions should
be short descriptions that respond to the following:

— What would our Head Start program be like if we had all the
funding we necded. all the staff we needed. all the time we
needed to do wonderful things as we strive lo exceed our
program's goals and meet all the needs of the children and
their families? What wouid our program look like if this could
become a reality”? Examples of how programs will answer this
question include:

1. A setting in which all children and adults have all the
nurturing, nutrition. health care, shelter, education/iraining,
and support they need to fully meet their human potential.

2. The Head Start that our children and families get in our pro-
gram ensures that they can complete their educational goals,
contribute to the community at a high level, and know how
and where to access information and services that witl enhance
every aspect of their Hies,

3. Every family’s seif-sufficiency is enhanced through interaction
within the community: Head Start parents realize {ull employ-
ment with good pay rates. a high quality of life, and acceess to
their choice of health services and affordable, convenient, and
attractive housing.

Positioning Head Start for the Futir
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Module 3

Working with staff and parents, participants use the information
from these sessions to revise the vision statements developed in
Activity 3-1 and Activity 3-2.

As part of an ¢ffort to build community awareness about Head Start
and the children and families in the program, Head Start leaders can
plan special events 1o extend the Head Start message. Some of these
special events could be:

1. An open house with the nayor, governor, or a congressional rep-
resentative as the guest of honor. (Such an event could serve as an
opportunity for Head Start to publicize issues facing low-income
children and familics in your community.)

2. A health fair co-sponsored with the health department, mental
health providers, hospitals, service providers for the disabled. and
professional associations of nurses. doctors, and pediatricians.

3. A speech to civie groups about program needs and ways they
can help fow-income children and families. (Groups such as the
chamber of commerce, Optimist. Rotary, and Sertoma are inter-
ested in serving the community. as are church groups and the
Junior League. In most communities. these civie groups welcome
volunteer speakers at their luncheon or evening meetings.)

4. A Head Start exhibit at the local library or a government agency (o
describe the services your program provides.

Head Start teaders musi continuously share the Head Start message
with their community. Ask participants to work with the appropriate
individuals in their program to discuss a strategy for addressing
specttie issues confronting the children and families in their
community. Examples may include weltare retform, transition, child
care funding, and truining. Once «a strategy is confirmed. participants
cun schedule appointments with community leaders to share their
vision for the Head Start program. Participants can schedule one-on-
one meetings with community leaders or give presentations 10 groups.
Before making a presentation. participants can refer to the inspir-
ational messages they wrete in Activity 3--3 or Activity 3~ and to
Aandout 12: Guidelines for Commuaiccing the Head Start Vision,
Tell participants to use Handout 13: Planning an Inspirational
Message Worksheer 1o prepare o message that meets the needs of
the audience,

98
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Module 5

®  Some leaders may be interested in marketing their programs (o build
material, financial, or resource support in the community. 1f so, they
should develop a marketing plan and a marketing kit to answer any
questions that may be asked. The marketing plan could he developed
with the assistance of the S.C.O.R.E. (Service Corps of Retired
Executives) chapter in your community. An effective way to market
the program is to make appointments with business, educational,
and gavernmental leaders and o review the items you want them
10 support.

When creating o marketing kit. leaders should consider developing or
including the following documents that can be given (o prospective
collaborators:

— The vision and mission of the agency/Head Start program,
- A brochure describing the Head Start program goals and scrvices.

— A listing of partnerships the program has with community institu-
tions and organizations.

~— A statement of needs that profiles the current needs of the commu-
@ nity. (This information may be oblained from the most recent
community assessment.)

— A wish list outlining specific requests for materials, equipment,
services, or financial contributions.

Rementber that most benefactors enjoyv receiving recognition for their
contributions. Find ways to publicize tinancial supporters if they are
receptive toit.

Positioning Head Strt for the Future Gy
v 4

LV



'

Ll

n

Module 3: Positioning Head Start for the Future

Handout 12: Guidelines for Communicating
the Head Start Vision

Organize Your Communication:

8 CGain the attenuon of the audicnee ut the beginning. Use icebreakers—-a story  an anecdote, a picture. or
a poem-—for an effective opening.

B Lxplain the purpose of your message.

B Present the main points clearty.

E  Use cxamples that people can relate to when yvou emiphasize the main points,

B Conclude by summarizing the main points and telling the audience what you would fike to huppen next.

Connect with the Audience:

® Appeal to common beliefs,

Talk about traditional values,

B Communicate expressively.

®  Be positive and helpful.

U Weinstead ol

W Speak with emotion and passion.

M Show personal conviction about your message.

Poxitioning Head Start for the Future 1041




Module 3: Positioning Head Start for the Future

Handout 13: ’l;lganning an Inspirational Message Worksheet

Define Purpose
The purpose of this message is to . . .

Analyze the Audience
The issues that interest the audience are . . .

The issuestvalues/beliefs that I have in common with the audience are . . .

Determine Points to Emphasize \
The main ideas Iwant to conmmunicate are . . .

Give Examples
Examples Iwill use to support each main idea are . . .

Close with Impact
I'will close my message by saving . . .

Identify Visuals/Materials to Include
Iwill prepare/assemble the following visuals and handouts to support my purpose . . .
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Module 3; Positioning [fead Start for the Future

Handout 14: The Great Strides Initiative

The Great Strides [nitiative began two years ago as a collaborative venture hetween the Head Start
program; several local child development programs, both private for profit and nonprofit: the state health
department: and the chamber of commerce. The project grew from the vision of the Head Start director
who wanted the community 1o offer child and family development programs that would meet the highest
standards for quality and service. The components of the Great Strides Initiative include:

1. Full-day. full-vear child development programs for all children in the community. ages birth through
twelve,

o

Affordable sick child care supervised by a pediatric nurse practitioner.

3 Anetwork of child care centers and fumily day care providers that receive continual training. support,
and guidance so families have a range of affordable choices to meet their needs.

4. A one-stop shopping™ center where parents can obtain medical and dental services: transportation
services: child care arrangements that suit their needs: WIC services: employment and skills
training: and information about a range of services such as mental health providers. nutritional
information. conununity programs, and support groups.

5. Achild and family development resource center that is staffed by community volunteers and lends tree
hooks. videotapes. and learning ools designed tor parents and child care providers.

6. A communitywide training and certification program for all early care providers. (Ong g training on
various topics and support groups for providers already exist.)

The Great Strides [nitiative is supported by a combination of federal and state funds, including Head Start, '
city. and county funding. and contributions from community business organizations. The [ocal campus of ;
the state university also participates in the rescarch and training aspects of the initiative. The agency that
sponsors Head Start administers the project. and it is headquartered in the facility that houses the Early
Head Start center,

The community is very proud of the project, and Head Start program leaders have had numerous requests 1o
address state and national conventions of business, government., and child care organizations to discuss how
the project was created and why it s so suceessful.

Local businesses are always eager 1o sponsor special events such as health fairs or provide free training
workshops und special educational materials.

Other significant outcomes are effective mobhilization of the child care community. resulting in cohe-
siveness and dedication to the highest [evel of service for all children and tamilies. All the providers teel
united under the Great Strides Initiative.
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Module 3: Positioning Head Start for the Foture

Handout 14: The Grea Strides Initiative (Contihﬂéﬁf a

The center directors alse note improved staff performance and job satisfaction because staff now have
additional training and feel empowered in their work.

The Great Strides Initiative is a vivid example of dreaming a dream, sharing that dream. and shaping it into
a collaborative project that continually assesses and responds to the needs of the community, carly care
professionals, and the children and their families. It is an example ol the power of pannerships. with Head
Start grounded at the center of more than a dozen partners.

Imagine that you are the director of the Head Start program in this case scenario. Four years ago, your
program was operaiing with minimal support from the community. You were so involved with managing
daily activities that you simply could not find the time to take on any additional responsibilities. At that
time, the only outreach activities you attended were occasional meetings and conferences sponsored by
the health department and an annual chamber of commerce event.

However, just about four yvears ago, you decided io take a more active role in communicating with the
community. Your goal was to inake the vision for your Head Start program a reality—to establish
collaborative relationships with community organizations and, thereby, give families better access to the
services they need. Suddenly, you found yourself being a risk-taker, using many innovative strategies to
gain communily support. Progress was slow at first. But the end resuli—the Great Strides Initiative—was
the reward.

Take some time to reflect on what you did to achieve these successful partnerships.

1. What did you do at the very beginning to become involved in community planning so you could
encourage cooperation and the sharing of information?

2. What steps did you take to establish ongoing, collahorative partnerships with commnunity
organizations?

3. What did you do to encourage volunteers from the community to participate in the Great Strides
Initiative?

4. What advice would you give to leaders who feel uncomfortable about becoming more involved with
community organizations?

r . N . -
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Module 3: Positioning Head Start for the Future

Hand—(;;t 15: éommunity Partnerships Action Planﬂ

Goal; Take an active role in conmnunity planning to encourage communication, cooperation, and the
sharing of information.

Action Step:

Complete by:

Action Step:
i
Complete by:
b Action Step:
Complete by:
Action Step:
Complete by:
Action Step:
Complete by:
v Action Step:
i
\
Complete by:
LB - e . — - . P — ———, o,
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Module 3: Positioning Head Start for the Future

ig‘, potul P it L.l il g W I T TSI T T T T gl Ao O S Sl ek Sais e "'"T;
E; Handout ]5 C mmunity Partnerehlps Action Plan (Lontmued) I
i li

i
}! Goal: Take affirmative steps to establish ongoing, collaborative relationships with community |
i organizations, i
| i
f |
i i
Ii iy
il Action Step: 1!
i i
|» Coniplete by:
:.@
|i" - - - ke T - T - e i
I v
|l Action Step: .
;L |
ji Complete by: :
| i
H Tl Ll . . . . T e e I D e . s j‘x
: Action Step:
! I
! }
i i
5: Complete by:
Pt
';! Action Step:
| ¥
¥ !
L Complete by: I
! i
i Action Step: L
i i
f; ;
[ Complete by
' ;
I
i !
1 Action Step: N

Complete by:
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Module 3: Positioning Head Start for the Future

Handout 1—5: Community Partnerships Action Plan (Continued)

(Goal: Perform outreach to encourage volunteers from the community to participate in Early Head
Start and Head Start Programs.

—

Action Step:

Complete by

Action Step:

Complete by:

Action Step:

Complete by:

Action Step:

Compiete by:

Action Step:

Action Step:

Complete by:

Complete by:
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Module 3: Positioning Head Siart for the Future

Handout 15: Commumtv Partnershlps Action Plan ((,ontmued)

r
I
'l
I,
l
‘|
!l

Goal: Develop interagency agreements with local educational agencies.
i

Action Step:

Conmiplete by

Action Step:

Complete by:

Action Step:

Complete by;

O U B - U g O G QU |

L Action Step:

i Complete by

Action Step:

Conplete hy:

l
i
|‘
U [ e mem e e e e e et — e mm e e o e e e e e FE
L 1

Action Step:

Complete by:
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Continuing Professional Development

Individual, Self-Guided
Activities

Head Start staff can use the tollowing activities throughout the year 1o
complement and build on the skills developed in this puide.

fdentify individuals who display the leadership skills and behaviors
that you listed on your Professtonal Development Plan, Ghserve these
leaders, meet with them to discuss their strategies, and share ideas on
how tiev use the skitls and behaviors you are developing.

Each week, schedule time Lo focus on your leadership development.
Use this time to reflect on patterns, trends, and opportunities for
achieving vour leadership vision. Document and chart those trends
and opportunities in your Leadership journal. Each week, add at leust
one activity that will move you closer to achieving your vision for the
program. the community. and yourself. Each month. evaluate the
amount of time you spent on leadership activities and what you hin e
accomplished.

Join a speakers™ organization. such as Toastmasters International, o
¢nhance your communication shills. Toastmasters International is a
nonprofit organization that provides its membets with a variety of
communication and leadership experiences. There are more than
8.600 Toastmasters clubs internationally. with members coming from
various occupations and backgrounds. A typical club consists of 20
to 30 peeple who regularly attend racetings. These mectings offer the
following activities:

— Opportunities to give both impromptu and prepared specches

— An evaluation session that provides cach speaker with
feedback regarding the strengths of the speech and arcas 1o
Improve

A short business session that enables members to practice
parligmentary procedure

FFor information about Toastmasters clubs in your conuumty.
contact;

Toastmasters International

P.O. Boy 9052

Mission Viejo. CA 92690

Phonc: 714 -858--8253

Web siter httpr//wwaw joastmasters.ore

Continuing Professional Development
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Continuing Professional Development

Group Activities

Perform the following activities to deveiop a comprehensive training
plan for stafl and parents. Review the Head Start Program Performance
Standards. Using the performance standards as a reference., work with
program members to identify the leadership knowledge, skills, and
behaviors that they must master to effectively perform their assigned
functions. Next, ask program members to review their lists of knowl-
edge. skills. and behaviors and to suggest training activities that will
help thenrimprove in these arcas.

Use this information and any program data you have to answer the
following questions:

— How can staft and parcats use these feadership skills. behaviors,
and knowledge in their day-to-day activities?

— How can I encourage program members o apply these skills and
hehaviors?

- How can I motivate staff and parents 1o develop the feadership
skifls needed to continuously improve our program?

Arrange Ieadership training seminars for parents in the community.

Collaborate with other service agencies to provide frec information, .
referral, and training for parents. These seminars can help parents ﬁ
develop advocacy skills: learn more about federal, state, and local

laws that aftect their children: and form support groups based on their

needs. To obtain information about federal. state. and local parent

leadership organizations, contact:

The Nationa! Parent Information Network (NPIN)
ERIC Clearinghouse on Elementary and
Larly Childhood Education
University of Hlinois
805 West Pennsylvania Avenue
Urbana. IL 61801-4897
[E-mail: rothenbe @ uiuc.edu
Website: hitp://ericps.ed.uiuc.edu/npin

1o

Leading Head Start into the Fuiure




Continuing Professional Development

Prgfgssi()nal Organizati(ms Many organizations offer leadership development programs that specialize
in training and experiential learning activities. The following organiza-
tions provide hands-on workshops, residential training programs, and
[eadership publications and resources:

Greenleal Center for Servant Leadership
921 East Eighty-Sixth Street

Suite 200

Indianapoiis, IN 46240

Johnson & Johnson Head Start Fellows Program
The John E. Anderson Graduate School
of Management at UCLA
Suite 2381
405 Hilgard Avenue
Los Angeles, CA 90024~ 1464

Leadership Development Program
Center for Creative Leadership
P.0. Box 26300

Greensboro, NC 27438

National Head Start Association Academy
1651 Prince Street
Alexandrin, VA 22314

Pecos River LEAD

Pecos River Learning Cenier
7600 Executive Drive

Eden Prairic. NM 55344

Continuing Education To learn more about leadership. marketing, organizational development.
and managing organizational change. contact the adniissions offices of
four- or two-year community colleges, Many colleges offer these courses
as part of a degree program or as part of their continuing education/adult
cducation divisions.

Continuing Professional Developwient 11
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Resources

Books and Manuals

American National Red Cross. Volunteer Recruitiment Strategies.
Washington, DC: American Red Cross, 1990.

This manual was developed by the Volunteer Communications Campaign
Cominittee in response to the Volunreer 2000 Study. which was completed
by the National Office of Volunteers in 1989, The study reported on trends
that affect the availability, recruitment. and management of volunteers at
locat Red Cross units. The manual provides large and imall Red Cross
units with clear. simple strategies for reaching target audiences. In the
manual, the Communications Campaign Comnnttee discusses a plan and
suggests target groups for successful volunteer campaigns. FFor cach target
group, strategies are fisted for assesstng the environment. research results
are reviewed, and useful volunteer information (rom other sources is
provided. The final sections of the manual discuss culturally diverse
groups and the valie and strength gained from using o diverse popufation
of volunteers.

Bellm, D., Whitebook, M., and Hnatiuk, P. The Early Childhood
Mentoring Curriculum: A Handbook for Mentors and Trainer’s Guide.
Washington, DC: National Center for the Early Childhood Work
Foree, 1997,

This two-volume set of handbooks contains comprehiensive tools for
mentors and trainers in carly child care and family care programs. The

set consists of a trainer’s guide and a handbook for mentors, and includes
activity sheets, handouts, und supplementary readings. The topices covered
by the two volumes include the goals and principles of mentoring pro-
arams. best methods for peer coaching and other mentoring skills, building
strong mentor/protégé refationships. respecting diversity in early childhood
settings, and the role of mentors as leaders and advocates for quality carly
care and education,

Bennis, Warren. O Becoming a Leader. Reading, MA: Addison-
Wesley, 1989.

Bennis sayvs that most people have the capacity tor feadership if they

are willing to embark on an important journey of sclf-discovery and
understanding. The book examines the kev Tactors for creating successful
leadership in the future and discusses how organizations can help their
members become leaders.

Kesourees




Resources

Bennis, Warren, and Burt Nanus. Leaders: The Strategies for Taking
Charge. New York, NY: Harper and Row, 1985.

Based on analyses of ninety top leaders from all welks of life, Leaders
shows that today’s best Ieaders have developed their skills and taught
themselves the competencics of leadership. The authors reveal four major
strategies that leaders must learn to be effective: (1) attention through
vision, (2) meaning through communication. (3) trust through positioning.
and (4) deployment of self.

Block, Peter. Stewardship: Choosing Service over Self-Interest. San
Francisco, CA: Berrett-Koehler Publishers, Inc., 1993.

The coneept of stewardship means that organizations undertake a (ar-
reaching redistribution of power, purpose, and wealth. The organizations
practicing stewardship replace the traditional management tools of control
and consistency with partnerships and choices at all levels.

Block, Peter. The Empowered Manager: Positive Political Skills at
Work. San Francisco, CA: Jossey-Bass, Inc., 1987.

The Empowered Manager has two audiences. First, it was written for
executives who run organizations and struggle with the dilemma of how
to create and leave behind an organization they personally believe in.
The book is also written for middle managers who need ideas and
practical ways to =upport the belief that people have some control over
their destinies.

Burke, Mary Ann, and Carl Liljenstolpe. Recruiting Volunteers, A
Guide for Non-profits. Menlo Park, CA: Crisp Publication. Inc., 1992.

This publication was developed tfor nonprofit organizations that depend
on volunteers and for community voluntecr organizations (for example,
schools. civic groups. and so on}. Recruiting Volunteers discusses the
iinportance of planning for volunteer recruitmment and provides a model
for developing a successful volunteer program. Designed in a self-paced
format. the guide helps individuals define the value of volunteers. evaluate
their roles, and develop programs for effectively using them,
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Resources

Covey, Stephen R. Principle-Centered Leadership. New York, NY:
Summit Books, 1994, 1991.

This book describes four basic tevels or principles effective leaders need
to practice. These principles involve a potential leader’s relationship with
himsell. his relationship with others, the level of responsibility pecessars
1o get things done. and the need to organize others (that is. hiring, training.
huilding teams and systems, solving problems. ete.). Dr. Covey provides
models and examples for the reader as he describes eight general charac-
teristics of principle-centered leaders: a continuous learning process: a
quality service orientation: a positive. high energy level: belief in the
strengths and contributions of others: balance between personal and work
lives: an adventurous outlaok: high productivity and creativity; and a total.
holistic exercise program for self-renewal, The book uses the four prin-
ciples to provide strategies that help leaders answer such challenging
questions as: How do youchave o ewlture characterized by change.

Jlexibility. and coniinueus inprovement and maintain a sense of stabilin

and securire?

Covey, Stephen R. The Seven Habirs of Highly Effective Peaple. New
York, NY: Simon and Schuster. 1989.

The author presents a holistic. integrated. principle-centered approach for
sohving personal and professional problems, Covey reveals a step-by-step
pathway for living with fairess, integrity. honests . and human dignity.

Creating a 21st Century Head Start: Final Repart of the Advisory
Committee on Head Start Quality and Expansion. Washington, DC:
LS. Department of Health and Human Services, 1993,

The coimmittee found that Head Start can be proud of many successes, yet
it still needs to address existing quality problems and refocus on meeting
the challenges of a new age, Recommendations encompass three broad
principles: ensure that every program strives for excellence. expand the
number and scope of services. and torge partnerships with key communits
and state institutions,

Resourees
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DePree. Max. Leadership Is an Ari. New York, NY: Dell Publishing,
1989.

The author sayvs that he has written @ book ot ideas rather than practices.
1t is about the art of feadership—Iliberating people ta do what is required
of them in the most effective and human way possible. This book i« a
very insightful collection of thoughts from the chief executive officer of
Herman Miller, Inc.. the furniture maker that was named one of Forne
Magazine' s ten hest managed and most fimoevative companics.

Fenichel, Emily. Learning through Supervision and Mentorship ro
Support the Development of Infants, Toddlers, and their Families: A
Source Book. Arlington, VA: Zero to Three, 1992.

Supervision and mentorship are nuportant elements in the training of carly
childhood education stalf and fanmily practitioners. This sourcebook is 4
compitation ol cighteen workgroup papers that previously appeared in
Zero to Three, the Bulletin of the National Center for Infant Clinical
Programs. The papers are presented under four headings: L Findings and
Recommendations of Zero to Three/National Center tfor Clinical Infant
Supervistion and Mentorship to Support the Development of [nfants,
Toddlers. and their Families: 1L Supervision and Mentorship of Swidents:
1L Supervision and Mentorship of Infant/Family Practitioners: and 1V,
Issues for Supervisors and Program Directors.,

Topics covered inelude essential features of supersision and mentorship
ininfant/family training and practice: overcoming obstacles to reflective
supervision and mentorship: passing on the process: seenes {rom suj-er-
vision: and supervision and management of programs serving infants,
toddlers. and their families. The book also includes an appendix of o
qualitative study of cardy intervention in Maryland and a S0-item
hibliography.

Gotfin, Stacie G., and Joan Lombardi. Speaking Out: Early Childhood
Advocacy. Washington, DC: National Association for the Education of
Young Children, 1988.

Advocacs in Head Startinvolves making changes to improse the Tives
ol children and their familices. However, not evervone feels he or she
can be an adyocate or make a difference. Ofien. being an advocate is
something felt, lived. and learned from continually dealing with parents,
administrators, legislators, and so on, The objective of this hook s o
help individuals understand what advocacy for children is.
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Goftin and Lombardi guide readers so they can see themselves as
advocates. This resource suggests technigues to select issues. gain
support, and join with others in the process and cause of carly
childhood advocacy.

Hart, Lois Borland. Learning from Conflict, A Handbook for Trainers
and Group Leaders. King of Prussia, PA: Organization Design and
Development, inc., 1989.

This book is a collection of eaperiential learning materials published by
Organization Design and Development. Inc.. which publishes and
distributes materials for human resource development professionals

and managers. This book presents two critical themes regarding conflict.
First. conflict is a normal. predictable social event in any organization.
Second. conflict must be dealt with in a useful. effective manner that
enables individuals to learn from others. Through brief lecture material
and experiential activitics. the book shiows that conflict can be productive.

Heider, John. The Tao of Leadership: Leadership Strategies for a
New Age. New York, NY: Bantam Books, 1985.

The author adapted his work from Lao Tzu's Tao Te Ching, which
translates as the Book of How Things Work, This pocketsize book

contains cighty-one passages for leaders to contemplate, including
The Leaeder’s Teachers, Being Oneself. and The Leader's Integrity.

Heim, Pat, and Elwood N. Chapman. Learning to Lead, An Action
Plun for Success. Menlo Park, CA; Crisp Publication, Inc., 1990,

Thix book provides a briet review of management abilities and focuses
on effective leadership characteristies and skills. The author recognizes
that belore becoming strong leaders, individuals must first have a solid
foundation of management skills. Through a combination of short. self-
paced reading segments and a variety of activities, this book helps
individuals understand and analyze the following leadership topics:
determining leadership potential, developing leadership power sources,
developing a vision, making decisions, and taking more risks. The Tast
section in this book provides assessment tools, check lists, und a sample
development plan.

Resources
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Kagan, Sharvon L., and Barbara T. Bowman, Ed. Leadership in Early
Care and Education. Washington, DC: National Association for the
Education of Young Children, 1997,

This volume examines current understanding about leadership and
explores future possibilities for its development. [t focuses on leadership
development within the field of carly care and education (for exanple.
Camily child care. for-profit and nonprofit center-based care, Head Start,
and school-based carly childhood educations. The volume emphasizes
that real feadership is not necessarily synonymous with job title or job
function—that is. that many people. regardless of thetr titles, exert
profound feadership in the field. A diverse group of leaders contributed
o this volume.

Kanter, Rosabeth Moss. When Giants Learn to Pance: Mastering the
Challenges of Strategy, Management, and Careers in the 1990s, New
York. NY: Simon and Schuster, 1989.

This publication shows how companies can restructure to achieve
flexibility. focused planning. and the steady management needed for
long-term growth. The author demonstrates why the traditional
hierarchical organization can no longer keep pace with constunt change.

Kanter. Rosabeth Moss. The Change Masters: Innovation for
Productivity in the American Corporation. New York, NY: Simon and
Schuster, 1983.

Dr. Kanter says that the key to an American corporate renaissatice is the
development of participation managenent skills and environments that
promote the Tull use of new ideas tha et within the corporation stself.
By encouraging innovation and enterp, panagers can enipower people
to act on their ideas.

Katter, John. A Force for Change: How Leadership Differs from
Management. New York, NY: The Free Press, 1990.

Many organizations today are overmanaged and underled because their
chief executive officers do not have a clear understanding ol leadership
and what it can accomplish. Without such a vision. even the most capable
people have great ditficulty lcading effectively and creating cultures that
help others fead.
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Kouzes, James M., and Barey Z. Posner. Credibility: How Leaders
Gain and Lose It, Why People Demand It. San Francisco, CA: Jossey-
Bass, Inc., 1993.

The authors show how leaders can encourage greater initiative, risk taking.
and productivity by demonstrating trust in eraployces and resalving
contlicts on the basis of principles. not positions. They identify six keys to
elfective leadership: (1) discovering vourself, (2) appreciating constituents
and their diversity. (3) affirming shared values. (4) developing capacity.
(5) serving a purpose. and (6) sustaining hope.

Kouzes, James M., and Barry Z. Posner. The Leadership Challenge:
How to Get Extraordinary Things Done in Organizations. San
Francisco. CA: Jossey-Bass, Inc., 1987.

The authors show that leadership encompasses aset of practices that any -
one can master. They describe five basic practices that managers at all
levels can fearn and use: challenging the process, inspiring o shared vision,
enabling others to act. modeling the way. and encouraging the heart.

Mandel, Steve. Lffective Presentation Skills, A Practical Guide for
Better Speaking. Menlo Park, CA: Crisp Pablication, Inc., 1987,

Making effective presentations has always been a priority tor leaders.
This book offers guidelines for preparing and delivering an effective
speech, [t presents a variety of strategies and tips that help the reader
mithe a clear, confident, livelv, and convineing presentation. Topics
include assessing skitls. dealing with anxiety, planning the presentation,
organizing the preseatation. devetoping and using visual aids, prepuaring
for the presentation. and delivering the presentation.

Manning, Marilyn, Leadership Skills for Women: Achieving Impact as
a Manager, Menlo Park, CA: Crisp Publication. inc., 1989,

Thix book shows waomen how 1o use their unigue tadents and feminine
strengths to become the best feaders possible, both on the job and in their
personal Tives,

Resourees
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National Head Start Association. NHSA Ideas Booklet: Tell the Head
Start Story. Alexandria, VA: National Head Start Association, 1997,

This book was designed to provide ideas and strategies for conducting a
camprehensive marketing and public relations program that will increase
awareness, communication, and support for a Head Start program. lzach
section is organized in a step-by-step format with specific tasks and
helpful tips, The reader is provided information on the following
marketing and public relations topics: planning a marketing campaign,
producing a media campaign, developing marketing materials to
accomplish the goals and objectives of a Head Start program. working
with elected ofticials to influence Head Start legislaton. raising
community awareness in Head Start. and promoting National Head Start
Awareness Month.

National Head Start Association. Head Start Success Stories: Accouuis
of Persanal Achievements. Alexandria, VA: National Head Start
Association, 1995,

The Natonal Head Start Association. with the assistance of the Head Start
centers, has compiled a collection of success stories from programs across
the country. More than 400 stories are told by Head Start graduates.
parents. and staft members. This enlightening hooklet also includes 126
personal Head Start testimonials.

National Immunization Office, Centers for Disease Control and
Prevention. National Infant immunization Week: A National
Observance April 20-26, 1997. Atlanta, GA: Centers for Disease
Control and Presention, 1996.

Developed by the Nadonal lmmunization Office. this promotional
resource cantains many use! ideas for promoting National Infant
Immunization Week at the community level
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Robert, Marc. Managing Conflict from the Inside Out. San Dicgo, CA:
University Associates, Inc,, 1982.

The author of this book emphasizes that interpersonal conflict is best
minaged by those who have a elear sepse of themselves, their relation-
ships, and their levels of communication with others. Managing Conflict

Jront the Inside Out presents the following belief structures: we must

become inereasing!y familiar with how others pereeive us and how we
usually deal with coniiet: basic styles of managing conflict fit different
individuals at different times: some conflict can be productive: and
managing conflict effectively regquires training and lots of practice.

Shea. Gordon F. Mentoring, Helping Employees Reach Their Full
Potential. New York, NY: American Management Association
Membership Publications Division, 1994,

Gordon Shea presents clear, practical information and guidelines for
eftective mentoring. This book discusses the advantages of inentoring

for the employee and the organization. The author emphisizes a new.
information-age approach. He says that effective mentor programs
incorporate the following themes: they are onc-on-ane and very personal:
they encourage listening, caring, and other forms of involvement between
meentors and trainees: and they help individuals manage the negatine
forces at work or in society,

ULS, Department of Health and Human Services, Administration on
Children, Youth, and Families, Head Start Burcau. Multicultural
Principles for Head Start Programs, 1992. Washington, DC, 1992,

This Head Start Burcau publication outlines and describes the ten
multicultural principles that are a result of two years of research by
the Head Start Multicuttural Task Force. These principles apply to all
Head Start service arcas. to children with specital necds. and to the
administration of the program.
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Vestal, Anita, and JoAn Knight Herren. Manager's Notebook. College
Park, MD: Head Start Resource and Training Center, University of
Maryland, University College, 1985.

This book is a compilation of three articles: A Look at Leadership.”
“Motivation and Morale,” and ~“Managerial Negotiations.” The topies are
balanced with theoretical perspective and practical application examples.

Articles Barth, Roland S. **The Leader as Learner.” Education veek. Vol. 16,
No. 23, March 5, 1997,

The author of this article maintains that the most important responsibility
of everr educational leader is to promote human learning. This process
begins with leaders investing in their own education. The author also
reviews the barriers and roadblocks that stand between educational ieaders
and “their own steep learning curves™ and highlights the conditions that
cable feaders to overcome the many roadblocks Lo their own Jearning.

Fdwcation Week
P.O. Box 2083
Marion, OH 433035

Website: hitp://www.cdweck.org

Bloom, Paula Jorde, and Donna Rafanello. ““The Professional
Development of Early Childhoed Center Directors: Key Elements
of Effective Training Models.” Paper presented at the National
Assaciation of Early Childhood Teacher Educators Preconference
Session at the Annual Meeting of the NAEYC National Institute for
Early Childhood Professional Development (Chieago, L., June 2-5,
1994). (Eric Document #373914)

The authors of this conference paper maintain that training for cerly
childhood center directors should invotve experiences that are coherent
and connect in a logical or curnulative fashion. They also suggest that
taclve key elements can serve as a framework for planning professional
development training experiences for center directors, Training should
(1) address the management and leadership functions of the director’s
role. (2) be based on participants™ perceived needs. (3) be problem
centered and site specific, (4) focus on the director as an agent of change,
(5) emphasire a systems perspective, (0) meet the nceds of working
prolessionals. (7) promote the professional advancement of participants,
(8) pramate participation that reflects the ethnic and cultural diversity
of the ficld. (91 include follow-up. (10} promote cross-training in the
field. (V1) promote active learning, and (12) promote collegiality and
networking.
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Bloom, Paula jorde, et al. “l.eadership Style Assessment Tool.” Child
Care Information Exchange. September-October, 1991.

The authors of this article maintain that a certer dircctor’s feadership style
is a powerlul factor that influences organiz- onal effectiveness. The
article contains an assessment too! that directors can distribute to their
staff as a means to evaluate their leadership style and performance.

Foster-Jorgensen, Karen A, ““Your Quality Journey: The Next Five
Steps.” Farly Childhood News. Vol. 7, lay-June, 1995,

This article examines the role of effective leadership in implementing a
guality early childhood program. The author suggests that through the
teader’s work, quality performance is supported and staff feel connected

to their co-workers and the quality of the improvement process. The article
includes several helpful strategies for empowering personnel. building a
risk-giving environmenl, and ethbracing continuous improvement.

Geber, Beverly, *From Manager into Coach.” Training. February,
1992.

Self-directed teams need coaches. not managers. This article presents
some of the challenges involved in tarning hands-on managers into
hands-off advisers.

Kagan, Sharon L. “Leuadership: Rethinking 1t—Nlaking it Happen.™
Young Children. Vol. 49, No. 5, July, 1994,

This article reviews many definitions and theories of leadership and
suggests that traditional leadership thinking may not be appropriate to
carly childhood. The author emphasizes that shared leadership is important
in carly childnhood settings and suggests that early childhood pedagogy
and practice can contribute to the critical discussion of leadership and
leadership development.

Kurtz, Robert R. **Stabilizer, Catalyst, Troubleshooter, or
Visionary—Which Are You?” Child Care Information Exchange.
January-February, 1991.

This article explains the conceptualization of leadership styles. The
author deseribes how this conceptualization aflects administrative tasks
and functions and child care dircctors.

Resources
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Neugebauer, Roger, et al. “Guide to Successful Fundraising.” The
Best of Exchange, Reprint Collection 6. Redwood, WA: Exchange
Press, Inc., 1990,

This boak highlights articles wbout fundratsing in carly childhood
education which have appeared in Child Cure Injormation Exchange.

Nengebauer, Roger, et al, “On-Target Marketing: Promotion
Stratepies for Child Care Centers.” The Best of Exchange. Reprint
Collection 4. Redwood, WA: Exchange Press, Ing., 1990.

This collection highlights articles about marketing in carly childhood
education that have appeared in Child Care Informarion Exchange.

[t also contains an alphabetized tndex of these articles. topieally arranged.
indicating the month and year of pubhication,

Rosener, Judy B. “Ways Women Lead.” Harvard Business Review.
November-December, 1990.

Wonmen managers who have broken the glass cetling in nontraditional
organizations have proved that effective leaders do not come from one
mold. This article deseribes some leadership behuaviors that women
leaders exhibit.

Senge, Peter M, “The Leader's New Work: Building Learning
Organizations.” Sloan Management Review Reprint Series. Vol. 32,
No. 1, Fall, 1996.

The author examines how to build organizations that encourage
continuous learning and the kind ot person who can best lead the
learning organization. The author begins to chart new territory.
describing new roles, skills. and tools for leaders who want to
develop fearning organizations,

Woffard, Joan. *"Know Thyscif-——The Key to Improving Your
Leadership Styvle.” Child Care Information Exchange, Reprint 3.
Redmond, WA: Exchange Press, Inc., 1990.

How leaders hehave with other people is partly determined by a set of
mterpersonal reflexes that the leaders have learned along the course of
their lives and bring with them to the moment of interaction,
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Magazine</lournals

Internet/
World Wide Web Sites

Educational Leadership: Th ition for Supervision and
Curriculum Development M. Alexandria, VA: Association
for Supervision and Curriculu.n Jevelopment.

Published cight times a year. September through May. this inagazine
contains a variety of viewpoints on issues confronting the educational
community. Although this magazine is intended primarily for leaders in
clementary. middle. and secondary education. itis for anvone interested
in curriculwin, instruction, supervision. and feadership. To obtain
subseription information. contact the editorial office: 703- 549 9110,

Executive Excellence: The Magazine of Leadership Developmnent,
Managerial Effectiveness, and Organizational Productivity. Prove, UT:
Executive Excellence Publishing.

Ldited by Stephen Covey and Kenneth Shelton. this monthly publication
offers background information about personal and organizational growth
and developnient. The magazine reviews current trends in and insights
into personal and organizational leadership. Article topies inciude culture
and diversity, leadership. service excellence. reinventing organizations.
vision, and change.

Journal of Teacher Education. Des Moines, 1A Drake University.

Published five times a vear. this journal publishes articles that contribute
to teacher education and development. Article topics include diversity.,
leadership. and gender issues.

Child Welfare League of America
lip: oo Jundsnet.org/ewla

The Child Wellare League of America iy an association of nearly 1.000
public and private nonprofit organizations that assist millions of children
and familics. The organization advocates on Capitol Hill to promote
federal laws and policies that strengthen child welfare services, suppart
acereditwtion and suceess in meeting national standards, and improve
leadership in child welfare services through consultation. training sessions.,
and conferences. [talso provides professional publications. periodicals,
videos, and state-of - the-art training materials.
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Early Childhood Elucator’s and Family Veb Corner
hup: A w nandicom.net/imoww/eokids/index il

This Website contains resources about early childhood education and
provides links o related sites. Articles posted on the site focus on themes
that interest carly childhood educators and families with yvoung children,
and they cover the following topics: advocacy. health and nutrition.
parenting. safety. special education. and professional development,

Early Childhood Leadership Bulletin Board
hup:howoawcsbedi.ore/clbb. i

The Early Childhood Leadership Bulletin Board was developed to provide
African American early ¢hildhood education students and professionals
with information that can enhance their upward mobility in the field.
Resource information includes educational programs. scholarships und
fellowships, networking opportumties. and professional development.

National Child Care Inforination Center
lusptleriepced wine edunccic/necichome il

The Nattonal Child Care Information Center (NCCIC ) was established
to enhance and promote child care linkages and to help support quality.
comprehensive services for children and familics. The NMCCIC Website
contains bimonthly newsletters, listings of child care organizations.
descriptions of projects refated o chitd care. publications, and tinks to

uther resotrees.
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