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Part I: Vision Statement

Statement of Self

As I considered the ways in which I might describe who I am, I thought of I Corinthians 12, which contains two very important passages that assist me as I evaluate who I am and guide what I would like to become. 

The first, I Corinthians 12:1-11, discusses how the same Spirit provides all spiritual gifts and the “same God works all of them in all men.” I am confident that He has started a good work in me and will continue to perfect it until it is complete the day of Christ Jesus (Phil 1:6). I believe that part of the good work He started in me has been the gifts of teaching, leading, and serving (Romans 12:6-8). I use those gifts everyday, at home, at church, and at work. He has given me those particular gifts and I have a responsibility to use them. While I use those gifts regularly, He will continue perfecting my ability to judiciously use them in leadership positions.

The second relevant passage, I Corinthians 12: 12:31, highlights the relationship between parts of the body-how all are necessary, serve an important function, and dependent on each other. God has “arranged the parts of the body just as He wants them.” To me, this is the Biblical foundation for Systems Theory, a framework that not only informs my profession, but also makes sense to me personally, as well.

Though I am comprised of various parts- psychological, social, biological, and spiritual- they are all interrelated and dependent on each other. Altering one part alters the whole. They exist within larger social systems (i.e., an environment) and are comprised of sub-systems. Because I am part of a whole and because of the way God has uniquely gifted me, I can contribute in unique ways to fulfill the missions of the social systems of which I am a part: my church, my institution, and my family. As a social worker, I naturally think of myself wholistically. God created me to be so. I am a whole being who is valued simply because I have been made in the image of God.

I believe these concepts- of being uniquely gifted by God for His purpose and as such being one important part of the whole- are crucial in understanding not only myself as a person, but also myself as a leader. Because I value the systems framework, many of my beliefs about leadership naturally flow from that paradigm even though they might be contradictory to my natural preference in a leadership position. 

For example, though I believe that most systems benefit by being relatively open, I am not particularly open personally- especially at work. I believe that systems benefit by the flow of information that occurs when they are “open” to that input. Along with the openness, however, come boundaries. I have a tendency to keep my personal life separate from my professional life and am generally cautious in self-disclosing to people that I have only a casual relationship with. This certainly has benefits and potential pitfalls as a leader, but I believe that I have a good balance between openness and boundaries- both of which are necessary as a leader. I believe that I have good recognition of those times that my self-disclosure would benefit a relationship, a group, or a process. 

As a professional social worker who is also a Christian, it is easy for me to consider the magnitude and magnificence of His creation, of the order He created amidst chaos, and of the relationships He created between the elements of the universe. Three of the most important elements that make up who I am are my personality preferences, my spiritual self, and my professional self. These are not new revelations to me. I have engaged in self-awareness activities for the past twenty years having been part of the social work profession. I am aware of how my personality preferences, my Christian worldview, and my professional foundation shape my reality and, therefore, my efforts to understand His creation and have operated under these constructs for some time. 

In providing a foundation for my leadership vision, I will discuss the influences of my personality preferences, my spiritual self, and my professional self as these attributes and belief systems, to a great extent, describe who I believe that I am and who I believe others would describe me to be.

My Personality Preferences 

Leadership and management styles may be evaluated and personalized through a variety of inventories, self-tests, and individual evaluation. One of the most widely used means of personal analysis is the Myers-Briggs Personality Type Inventory (MBTI). The MBTI (Myers & McCaulley, 1992) is used in virtually all Fortune 500 companies as a method to determine employee styles of interaction with the world, data collection, decision making, and general lifestyle. Its credibility is well documented. The MBTI is an effective method of self-evaluation in that it provides insights into personality preferences, preferences that are operationalized socially as well as in the workplace. It also provides insights into how others interact with the world, collect data, make decisions, and live their lives. This is significant for the leader in understanding how to deal with personnel issues, competency issues, conflict resolution, and team building.

I believe that one way to understand myself as both a person and leader is to consider these characteristics through the lens of the Myers-Briggs Type Indicator (MBTI). I have taken the test several times and am confident that they accurately describe my preferences. The Myers-Briggs model of personality is based on four preferences. 

1. How, primarily, do I interact with the world? 

2. How do I prefer to process or collect information? 

3. How do I prefer to make decisions? 

4. How do I prefer to organize my life? 

The MBTI traits of Introversion, Sensing, Thinking, and Judgment are good indicators of my personality preferences. These traits include:

	Introversion: 
· Private

· Quiet

· Few

· Deep

· Concentration

· Inward

· Thought before action 


	Sensing: 
· Facts

· Experience

· Present

· Practicality

· Enjoyment

· Realism

· Using 


	Thinking: 
· Analyzing

· Objective

· Logical

· Criticism

· Onlooker

· decides on principle

· Long term view 
	Judgment: 

· Close

· Decide

· Structure

· Organize

· Firmness

· Control 


(Retrieved 7/16/03 from http://www.personalitypathways.com/type_ inventory.html)
As an ISTJ, my interaction with the world is directed inward, toward concepts and ideas categorizing me as an “introvert.” My focus is on understanding the world. I am generally reserved and questioning, particularly in new situations and with new people. I seek a quiet work environment for concentration and I prefer interests that have depth rather than breadth. Generally, I think and reflect first, then act. I prefer one-to-one communication and relationships. I am motivated internally. I observe life and develop a good understanding of situations, which are often not expressed (Retrieved 7/19/03 and 7/26/03 http://www. teamtechnology.co. uk/tt/t-articl/mb-simpl.htm; http://www.personalitypathways.com/type_ inventory.html).
My MBTI type means that I naturally gravitate toward a small number of relationships that have great depth. Socially, I am most comfortable in small groups of people that I know well. I can appear to be extroverted, but these are usually situations in which I know the people quite well and have a significant history with them. In casual relationships or larger groups I have a tendency to appear more reserved. My closest relationships are with those that I have known more than ten years and spend regular, intimate time with. Consequently, while my relationships with co-workers and employees may be casual, friendly, and professional, they are typically not personal and intimate. I have a tendency to know others better than they know me (Retrieved 7/19/03 and 7/26/03 http://www. teamtechnology.co. uk/tt/t-articl/mb-simpl.htm; http://www.personalitypathways.com/type_ inventory.html).
When processing information, I rely on experience and data, which categorizes me as a “sensor.” My focus is on practicality, reality and present enjoyment. I pay attention to details, make few factual errors, and prefer making decisions after considering the various options. I instinctively search for logic and am easily able to provide an objective and critical analysis of situations. I do not typically make decisions “because it feels right” unless I have evidence to see that concretely, it is right. I often ask questions for clarification, though as an “I” do not necessarily do this in large groups. While typically a “here-and-now person” vs. a visionary and “idea person,” these leadership characteristics have improved significantly in that past 5-10 years through opportunity, support, and confidence. I have developed, and even come to trust, those intuitive skills in my leadership positions related to social work, education, and program development (Retrieved 7/19/03 and 7/26/03 http://www. teamtechnology.co. uk/tt/t-articl/mb-simpl.htm; http://www.personalitypathways.com/type_ inventory.html).
When making decisions, I typically base them on the logic of the situation versus feelings, which makes me a “thinker.” I usually focus first on fairness, truth, justice, and principles. I tend to want to solve problems in a brief, business-like, and impersonal way, though certainly recognize the need to consider the impact of my decisions on others’ feelings. I prefer concrete information and dislike guessing when facts are not clear. I have a strong sense of practical objectives, and work efficiently to meet them. I typically analyze information in a detached and objective fashion (Retrieved 7/19/03 and 7/26/03 http://www. teamtechnology.co. uk/tt/t-articl/mb-simpl.htm; http://www.personalitypathways.com/type_ inventory.html). 

Most “thinkers” accept conflict as a natural, normal part of relationships with people, but this does not accurately reflect me. I recognize the inevitability of conflict, but do not thrive on it as many “T’s” do. I often prefer to reach a consensus. My decisions impact others and, though not typically my immediate thought, I am sensitive to how others might feel about those decisions. A potential pitfall as both an “I” and a “T” is that, as a leader, I have a tendency to want to clear up any ambiguity before voicing my opinion or making a decision. Over the past seven years, my current position has enabled me to better accept and work around ambiguity. 

I prefer to organize my life with planning and logic- a “judger”. I tend to organize my surroundings and like to reach closure and completion in projects. I plan many of the details in advance before moving into action and complete as many steps as I can before moving on to a new task. I work best- and try to avoid stress- by keeping ahead of deadlines. Targets, dates, deadlines, and standard routines help me manage life. I am generally decisive, self-regimented, and purposeful. As with my other personality preferences, I adapt at those times when not having a plan and being more flexible will benefit the process. In fact, unlike very strong “J’s” I am able to effectively multi-task and enjoy variety in my work (Retrieved 7/19/03 and 7/26/03 http://www. teamtechnology.co. uk/tt/t-articl/mb-simpl.htm; http://www.personalitypathways. com/type_ inventory.html).

My MBTI results have been validated by other personality types (e.g., Gregorc, 1982), but these inventories neither describe every aspect of me nor how I respond in every situation. Situational variables may cause me to respond in ways outside my ISTJ preferences, but having a sense of how I usually respond in most situations provides me with an understanding of my strengths and potential pitfalls as a leader. 

One salient point the developers of the MBTI emphasize is that, as we get older, we have a tendency to more fully develop those parts of our personalities that we do not prefer or use as comfortably (Myers & McCaulley, 1992). For me, this is an important reminder. For example, I do not naturally make a decision based on how it will make someone feel. Rather, I usually make decisions based on what seems fair and just. As a leader, I hope to balance my natural sense of fairness and justice with greater warmth, empathy, and sensitivity. Both methods of decision making are reflected in the core values outlined in the Social Work Code of Ethics (National Association of Social Workers, 1996), and both methods may have similar outcomes. Social work prides itself in starting “where the client is.” As a leader, I must be mindful of where my employee or co-worker “is” and not only remain sensitive to the impact of my decision making on others, but also value our different means of problem solving.

These MBTI traits all have strengths and pitfalls associated with them. I understand that, as a leader, there will be occasions in which I am expected- and need to be- more extroverted, more intuitive, more cognizant of feelings, and more flexible in how I organize my world. With maturity, these traits are much more comfortable for me than they were 20 years ago.

Personality Preference and Leadership Style

The classical methods of management certainly have aspects which may appeal to managers: efficiency, productivity, profit, planning, organizing, commanding, coordinating, control, logic, and “certainty” (Weinbach, 1994). These methods have an obvious appeal to me based on the results of my MBTI; I have a tendency to prefer order, structure, logic, and efficiency. These aspects are also alive and well in many human service organizations, particularly those with high levels of government control or influence. The classical approaches to management have benefits and purposes, but I submit that without utilizing some other management approaches (e.g., Human Relations, Contingency, and Participative) the relationships needed to be effectively interdependent will significantly diminish. Thus, as a leader I hope to develop my own “portfolio” or leadership “strategy” which evolves through the wise use of various management styles. The danger in this, of course, is the lack of consistency; but, the benefit can be flexibility and evaluating situations individually and uniquely.

As a leader, I am mindful that my methods of making decisions, working, collecting information, and interacting with co-workers are different from others. The profession of social work values, amongst other things, each individual’s propriety, competence, and integrity (National Association of Social Workers, 1996). I know, then, that in leadership positions I must recognize others’ preferences and uniqueness. I must appreciate the diversity and gifts that God has given each of us; we don’t all interact and make decisions in the same way for a reason. Because of our diversity and personal preferences we will most likely, as Weinbach (1994, p. 335) indicated, lead in a way that resembles our personalities. 

I believe that I am a leader who effectively plans for the direction of my program, makes judicious use of my staff’s knowledge and skills, and values my staff’s competence and professional integrity. Additionally, I am a leader who views my work as a service ministry.

My Spiritual Self

Through faith I was saved by grace. I confessed my sins and my need for Jesus and was given salvation so that I may live eternity in heaven. I believe in God the Father, God the Son, and God the Holy Spirit. When I asked Jesus to live in my heart I then had a responsibility to live a transformed life and to first, love God and second, love my neighbor as myself.

The Bible is God’s word, it is to be taken literally, and He inspired all the writings therein.

I was knitted together in my mother’s womb for a specific purpose and He is continuing to perfect me as I am made in His image. Everyday, however, I sin and fall short of the glory of God. Because He loves me and grieves over my transgressions, He also wants a restored relationship with me. I believe that He pursues me even when I discount Him.

Each day I seek to count God in. Each day I fail.

My belief in God gives me hope. It is what helps me reframe my work as a ministry. It means I have a responsibility to tell others about Him and to raise my daughter to know Him. It means that I belong to a body of believers that become my new, spiritual family. I have been adopted and now reap the benefits of- and have a responsibility to- this new family.

I believe in the truths of submission, forgiveness, reconciliation, salvation, and grace and believe that they are relevant to my leading and to my being led. These beliefs have, at times, created some degree of conflict for me as a conservative member of a socially and politically liberal profession.

My faith perspective cannot be separated from who I am as a person. My faith influences how I make decisions, how I interact with others, how I articulate my purpose, and what I believe I am called to do. My faith exists in a context that includes God’s truth and word, a body of believers called to have a relationship with me, and a history of answered prayers. Further, it exists in a context that influences my personal morality and my professional ethics.

My Professional Self

In addition to belonging to a spiritual body, I belong to a professional body that seeks to enhance the well-being of individuals, families, communities, and organizations. Professionally, I am committed to helping those who are oppressed, marginalized and disenfranchised- just as Jesus did when He loved the unlovely. 

I operate under a professional code of ethics as well as a Christian worldview and engage in continuing education and professional development in order to evaluate and enhance my own skills and knowledge. While I already possess two social work degrees and stay abreast of social work literature because I am a social work educator, the Leadership PhD will further develop my knowledge base and provide me with additional skills to serve others in my institution, church, and community. 

Currently, I am Chair of an undergraduate Social Work Program for which I was hired to conceptualize, organize, implement, administrate, and evaluate for eventual accreditation. Because I was hired for this purpose, I literally started from the ground up: developing a mission statement, goals, and objectives for the program and simultaneously studying the feasibility of such a program. This position has utilized many of my strengths and preferences including planning, organizing, developing, and assessing and reflects the professional activities that I enjoy most. They are also salient leadership functions. 

The Leadership PhD is consonant with my generalist social work degree (BSW) in that it requires competence in a variety of leadership roles reflective of those in social work such as change agent, teacher, policy analyzer, and evaluator. The Leadership PhD reflects a value system compatible with that of social work (ethical practice, professional and personal development) and requires similar skills (understanding systems, assessment, decision-making, resource allocation, and applying theories of human behavior).

Additionally, the Leadership PhD will further enhance my advance practice degree (MSW). Administration and development was my concentration in my MSW. Macro practice is my preference and the Leadership PhD is an extension of that education as well. Further, because the PhD program is geared toward adult learners, it recognizes my professional accomplishments thus far.

I worked ten years as a social worker in mental health and am in my seventh year as social work educator. In both positions I was hired to fill a new position. In both situations I was able to use the strengths of my MBTI type to develop and implement a new position by:

· making logical decisions based on fact

· providing an objective viewpoint

· categorizing and organizing

· professional detachment

· attending to details

· meeting stringent deadlines

as well as enhance my less preferred traits by:

· quickly developing relationships with people I did not know

· discarding my agenda for the sake of flexibility

· using rules as guidelines

· communicating empathy

My professional paradigm, just like my Christian worldview, permeates all that I do in positions of leading and being led.

I believe that my fifteen years of professional social work experiences and six years of educational experiences demonstrate considerable competency in the areas outlined by the Leadership PhD Program
Vision: Statement of Aspirations

My career as a social worker embodies both my spiritual self and professional self in that social work is a service ministry requiring a professional foundation. I am seeking a doctoral program now because I desire to have greater influence at the university level and in my community. The Leadership PhD in particular will provide the breadth of knowledge necessary for me to pursue other administrative positions either at my institution or in the community should that calling occur.

I aspire to continue the process of becoming a servant leader. My vision as a servant leader is to demonstrate on a daily basis leadership as shepherding, authority, service, vision, change agent, and character.

Leadership Vision

“He who walks with the wise becomes wise” (Proverbs 13:20).

In evaluating my own leadership style, what I would like it to be, and how I would improve it, I found Weinbach’s (1994, p. 335) approach to developing a management style helpful:

In the work arena, our management style is likely to be (and should be) a logical extension of our personalities. How we plan, staff, organize, control and lead will be based in part on what others suggest or teach us about management and what methods they have found to work. But our approach to the functions of management likely will bear a close resemblance to our approach to the other tasks of life. One’s behavior should reflect a comfortable compromise between the requirements of a situation and the realization that some approaches to management are more comfortable than others because they are more consistent with the manager’s personality.

Leadership requires knowledge, values (character), and skills. These characteristics are inextricably entwined and cannot be fully realized without each other because knowledge without values and skills breeds inaction, values without knowledge and skills results in incompetence, and skills without values and knowledge results in ineffectiveness. 

Functions of leadership, as I have outlined them below, are harmonious with the values of a professional social worker so as I discuss the roles and attributes of a leader, I will further link them to those of the social worker.

Depending on the author, leaders are described as having various characteristics. The Author of Life, however, uses the imagery of shepherds and sheep to help us understand the concept of servant leadership.       

1. Leadership as shepherding

“Be shepherds of god’s flock that is under your care, serving as overseers- not because you must, but because you are willing, as God wants you to be; not greedy for money, but eager to serve; not lording it over those entrusted to you, but being examples to the flock. And when the chief Shepherd appears, you will receive the crown of glory that will never fade away” (I Peter 5:2-4).

“Model learning from behind.” 

When Dr. Watson discussed this concept during orientation- of reflective inquiry and listening for emerging themes- I immediately thought of shepherding. Leading requires learning and the image of leading from behind became very clear to me as I visualized a person in authority who served simultaneously as guide, protector, leader, and companion- of being an “example to the flock.”

Though discussing shepherding a child, author Tedd Tripp (1995) suggested that shepherding includes guiding to understand oneself and the world; shepherding thoughts, discernment, and wisdom; interaction, investment, communication, and direction through self-disclosure and sharing; and values and a spiritual vitality. These are reflective of leadership in general, but speak pointedly to the functions of leading as shepherding.

Shepherds are also visible- a leadership trait often characterized through the “management by walking around” philosophy.

The idea of shepherding and being shepherded is very intriguing to me. While as Christians we might call it discipling, in the work place we might also call it apprenticing, mentoring, supervising, or leading. It implies reciprocity in a relationship that is all the more strengthened by the commitment, responsibility, submission, and respect that comes from being part of the family of God.

I believe that, as Christians especially, we should practice shepherding in leadership positions. Practicing those characteristics of a shepherd- observing, seeking, guiding, coming alongside, protecting- will make us that much more effective. It is a Biblical concept applicable in all workplace situations.

This concept is also relevant to social work as well. Social workers value the inherent dignity and worth of the individual and recognize the central importance of human relationships. They seek to empower others through self-determination and recognize the significance of engaging others in the helping relationship for change on all system levels. Just like social workers, leaders recognize that strengths and resources are available in all environments and acknowledge and utilize those to fulfill the mission of the organization.

By shepherding others, social workers observe, seek, come alongside, and protect just as leaders do. Leaders as shepherds also have responsibility and authority to guide others.

2. Leadership as authority

 “ . . . if it is leadership let him govern diligently”. (Romans 12:8)

Authority has negative connotations. In a competitive, self-satisfying culture, we collectively balk at yielding to others in favor of our “rights” and perceived privileges. 

Because of Jesus, however, authority exists in heaven and on earth. God established governing authorities and expects us to submit to them lest we rebel against that which He instituted (Romans 13:1-2). He expects us to obey our leaders and submit to their authority as men who must give an account and so their work will be a joy (Hebrews 13:17).

When I worked at a community mental health center, my reputation was built on years of high-quality work and my authority was implied. Now, my reputation is based on experience and perceived (and actual) expertise and my authority is outright. I must temper authority with common sense and compassion, use it predictably and only to help achieve the goals of the program and the institution.

Authority may be defined as “the power to enforce laws, exact obedience, command, determine, or judge” (Retrieved 7/16/03 http://dictionary.reference.com/search?q=authority). Power, in turn, can be defined as the ability to influence others to pursue a course of action they might not ordinarily take. Certainly in leadership positions there is authority. Some is positional, or that which comes by the legitimate nature of the role that is filled (e.g., supervisor, manager, team leader). Some is expert authority- the ability to influence because of knowledge and ability. Still other authority may be reward or coercive in that leaders may sanction rewards and dispense punishment. Some authority is informational, all the more significant in a technologically advanced era. Possessing the information that others need to work effectively yields significant power. Finally, some authority or power may be charismatic and based on the personal characteristics and attributes of the leader.

The social work profession values justice. Issues of fairness in social and economic situations are paramount in social work, as is the nature of power in those situations. Understanding that power exists in relationships because of role expectations and social constructs that support those roles, social workers are mindful of the power differential that may occur simply because of the social worker’s role and ascribed authority. This can be generalized to leadership as well in that there is inherent power in leadership roles.  

Power and authority, like it or not, are factored into leadership. Sometimes, someone in authority must be the decision-maker. My desire is to do so, as it says in Romans, diligently and in the spirit of service to others.

3. Leadership as service.

 “ . . . to prepare God’s people for works of services, so that the body of Christ may be built up.” (Ephesians 4:12)

Leaders serve and are served.

As both a Christian and social work professional, I am called to serve. First, the call to serve the body of believers is an expectation as we are commanded to not only love the Lord, but also to love others as ourselves, honor our parents, and obey our earthly masters by serving them wholeheartedly as if serving the Lord. This means that as a leader, I am called to serve others, not just be served by others.

Second, as a professional social worker, I am bound by the National Association of Social Workers Code of Ethics to serve others. According to its Preamble:

The mission of the social work profession is rooted in a set of core values. These core values, embraced by social workers throughout the profession's history, are the foundation of social work's unique purpose and perspective: 

· service 

· social justice 

· dignity and worth of the person 

· importance of human relationships 

· integrity 

· competence

This constellation of core values reflects what is unique to the social work profession. Core values, and the principles that flow from them, must be balanced within the context and complexity of the human experience (NASW, 1996). 

Additionally, the Code of Ethics defines the underlying ideals to which all social workers should aspire. One of those principles is service. The Code of Ethics challenges social workers to “elevate service to others above self-interest . . .to draw on their knowledge, values, and skills to help people in need and to address social problems . . and to volunteer some portion of their professional skills with no expectation of significant financial return” (NASW, 1996).

Serving others does require elevating others’ needs before one’s own. It is also required that the leader serve the organization versus his/her own personal interests. Serving by pursuing a vision that both protects the mission and helps the organization flourish is essential to the strength of the institution.

4. Leadership as vision.

“. . . ‘Come, let us rebuild the wall of Jerusalem, and we will no longer be in disgrace.’ I also told them about the gracious hand of my God upon me and what the king had said to me. They replied, ‘Let us start rebuilding.’ So they began this good work. (Nehemiah 2:17-18.)
One of the most important functions of a leader is to protect and communicate the mission of the organization. 

In doing so, decision making occurs in the context of both immediate outcome and long-term impact on the mission and whether the action or inaction facilitates or impedes fulfillment of the organization’s reason for existence.

Commitment to and protection of the mission means positioning the organization for the future, with clarity of goals and attention to social, economic, cultural, technological, and political trends that may impact the mission and purpose of the organization.

A desirable trait in a leader is that of visionary- one who considers possibilities, sees the forest not the trees (but recognizes the need for “tree people”), sees rules as guidelines rather than an impenetrable system, pursues opportunities for innovation, problem solves creatively, and sees change as an opportunity for growth.

5. Leadership as change agent.

 “But the needy will not always be forgotten, nor the hope of the afflicted ever perish.” (Psalm 9:18)

Change agents are advocates and risk takers.

They use their influence to seek change and advocate. Leaders typically do so in macro contexts by seeking change in systems that impact the organization as a whole.

Part of a social worker’s mission includes acting as a change agent regardless of whether it occurs on a micro-, mezzo-, or macro-level. Sometimes called case-level advocacy (on behalf of the individual) and sometimes cause-level advocacy (by seeking systems change), the profession clearly recognizes the relationship between individuals and other social systems and the various environmental factors that impinge upon them. According to the NASW Code of Ethics (1996):

The primary mission of the social work profession is to enhance human well-being and help meet the basic human needs of all people, with particular attention to the needs and empowerment of people who are vulnerable, oppressed, and living in poverty. A historic and defining feature of social work is the profession's focus on individual well-being in a social context and the well-being of society. Fundamental to social work is attention to the environmental forces that create, contribute to, and address problems in living.

Social workers promote social justice and social change with and on behalf of clients. "Clients" is used inclusively to refer to individuals, families, groups, organizations, and communities. Social workers are sensitive to cultural and ethnic diversity and strive to end discrimination, oppression, poverty, and other forms of social injustice. These activities may be in the form of direct practice, community organizing, supervision, consultation, administration, advocacy, social and political action, policy development and implementation, education, and research and evaluation. Social workers seek to enhance the capacity of people to address their own needs. Social workers also seek to promote the responsiveness of organizations, communities, and other social institutions to individuals' needs and social problems.

Social workers have a dual responsibility: to clients and to the broader society. They seek to resolve conflicts between clients' interests and the broader society's interests in a socially responsible manner consistent with the values, ethical principles, and ethical standards of the profession (NASW, 1996).

As a professional change agent, I will also serve in leadership positions in which I will pursue social change and improved access to resources and opportunities, particularly on behalf of those who are oppressed and disenfranchised. While this may not, on the surface, seem particularly consonant with the traditional role of a leader, when considered in the context of leadership as shepherding, service, and visionary, it is a desirable- even necessary- trait.

6. Leadership as character.

“May integrity and uprightness protect me, because my hope is in you.” (Psalm25:21)
Benevolence. Nonmaleficence. Veracity. Fidelity. Basic moral principles that should guide any leader (Meara, 1996).

Leadership cannot simply be about competence and authority. Leadership is character: morality, personal attributes, and ethical practice. Leadership as character reflects the need to be teachable, engage in life-long learning, demonstrate excellence in communication, cultivate relationships, demonstrate consistence and persistence, and commitment to unwavering principles.

Peter Drucker (1990) posits that effective leaders consider the organization’s needs- not their own, do not fear organizational strengths, see themselves in positions of indebtedness, are committed by choice, stress the team, and are accountable for results. These all speak to character.

Social work identifies character as one its six core values. It suggests that integrity is essential to the profession and that social workers be “continually aware of the profession's mission, values, ethical principles, and ethical standards and practice in a manner consistent with them. Social workers act honestly and responsibly and promote ethical practices on the part of the organizations with which they are affiliated” (NASW, 1996).

Leadership must be not only about what I do, but also about who I am. It is guiding by example.
Leadership Vision Summary

I aspire to demonstrate leadership as shepherding, service, authority, change agent, vision, and character and model this to those that I work with and for. In modeling these leadership traits, I aspire to have greater influence at the university level and in my community. 

Mission: Statement of Purpose

“Press on toward the goal to win the prize for which God has called me heavenward in Christ Jesus.” 

(Phillipians 3:14)

As an educator, my mission is to develop men and women of integrity who will competently serve God through the service ministry of social work. Additionally, my purpose is to instill in them a desire for life-long learning, an appreciation for ambiguity, an understanding of their impact on others in a global society, and a willingness to respectfully challenge underlying assumptions.

I believe that a doctoral education will further equip and direct me toward this mission.
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Part II: Planned Experiences by Competencies

The following outlines my past, current, and future leadership experiences s my portfolio documentation of those experiences. The portfolio documentation is designated as: Self-Produced (S), Expert Verification (E), or Reflection (R).

	COMPETENCY
	PAST, CURRENT, AND FUTURE
ACTIONS
	PORTFOLIO 

DOCUMENTATION

	1. TEACHER/MENTOR GOAL: To use theory to enhance my pedagogical skills in the classroom and other learning contexts.

	An effective teacher/ mentor with skills in: 

a. using, evaluating, and adapting materials to accommodate individual variability

b. learning strategies, including group process

c. mentoring

	Past Teacher/Mentor Actions:

· Conceptualized, developed, implemented, evaluated, and monitored the BSW Program including mission, goals, objectives, methods of assessment, and curriculum coherence and development (a, b, c).

· Developed course objectives, syllabi, learning experiences, and methods of evaluation that demonstrate individual variability, learning strategies, and mentoring (b)
· Mentored the MA Counseling Program as they sought CACREP Accreditation and developed a plan for assessment (c)
· Mentored two developing faith-based social work programs (c) 
Current Teacher/Mentor Actions:

· Teaching social work since 1997 (a, b, c)
· Published a teaching decision case in the Journal of Social Work and Christianity [Summer 2003] and composed accompanying  Teaching Notes (b)
· Co-facilitated team building initiatives with 10 Student Development staff; trained them to then conduct initiatives with student leaders [August 2003] (b, c)
· Advise and mentor social work majors and non-majors (c) 
Future Teacher/Mentor Actions:

· Portfolio Development: Issues in Pedagogy (a, b)

· Initial readings in the area of teaching and mentoring (a, b, c)
· Johnson. Active Learning.
· Johnson, Johnson & Holubec. The New Circles of Learning.
· Joyce, Weil Models of Teaching
· Advanced Issues in Pedagogy (a, b)


	Documentation of Past Teacher/Mentor Actions:
· Feasibility study (S, E)

· Self study which include responses to standards and departmental policies (S)

· Course Syllabi (S) [Social Welfare Institutions, Policy]

· Letter from Tammy Schultz regarding my consultation [CACREP accreditation and program assessment] (E)
· Letters from two program directors regarding my consultation with their new BSW program development (E)
Documentation of Current Teacher/Mentor Actions:
· Course syllabi [see above] (S)

· Decision Case and Teaching Notes (S) 

· Letter from Student Development staff regarding my co-facilitation of their teamwork initiatives (E)

· Course and Advisor Evaluations (E)

· Student letter published in NACSW Catalyst (E)

Documentation of Teacher/Mentor Future Actions:
· Syllabus demonstrating pedagogy changes (S)

· Expert letter by mentor (E)

· Course Evaluations (E)

· Written reflections of readings synthesizing theory, practice, and competency (R)

· Journaling of reading (R)

· Orthopedic Scholar Initiative (OSI) Integrated Field Instruction Manual (S)

· Expert letter from mentor Dr. Bowling (E)

· Reflection paper (R)



	2. CHANGE-AGENT GOAL: To evaluate change theories when facilitating improvement in various organizational contexts.

	A dynamic change-agent with skills in: 
a. planning and implementing change 

b. developing human resources

c. public-relations


	Past Change-Agent Actions:

· Hired to re-create the role of the social worker on the Inpatient Unit after it functioned more than two years without professional social work services (a)

· Conducted an orientation and training survey and subsequent report to the CEO at CMHC (a, b)

· Hired to conceptualize, develop, implement, evaluate, and monitor the BSW Program including constructing the mission, goals, objectives, and methods of assessment (a, b, c)

· Professional social worker with education and experience as a change agent, as an activist, understanding the relationship between people, systems, and their environments, and using the planned change process (a, b)

· As Department Chair (a, b, c):

· Created the only faculty job descriptions on campus including that for Department Chair

· Created departmental and student employee job descriptions

· Led search for social work faculty and secretary

· Board member involved in the dismissal of an Executive Director and assisted in creating Executive Director Job Description for new director (a, b)

· Provided leadership and/or created marketing materials for the BSW Program in a variety of mediums (c)

Current Change-Agent Actions:

· Department chair functions including supervision, mentoring,  and evaluation of employees (a, b, c)

· Advise prospective and current social work majors (b)

· Elected as a member of the President’s Cabinet and the Campus Planning committee (a, b)

· Recruit for and provide primary leadership to the Social Work Advisory Council (a, b, c)

· Provide support and mentoring to full-time and part-time faculty (a, c)

Future Change-Agent Actions (a, b, c):

· Consultation regarding the development of the Orthopedic Scholar Initiative (OSI), honors program and internship placing students in local orthopedic companies

· Advanced Seminar in Recruitment [LEAD789] (a, b, c)

· Advanced Portfolio Development: Facilitating Change and Resource Development [LEAD 775] (a, b, c)

· Consult with the institution’s HR Director to provide training related to the employee Performance Development Program (a, b)

· Initial readings in the area of change agent


· Senge, P. et al (1999). The dance of change: The challenges to sustaining momentum in learning organizations. New York: Doubleday.

· Wheatley, M. (1994). Leadership and the new science: Learning about organization from an orderly universe. San Francisco: Berrett-Koehler.

· Young and Castetter. (2004). The human resource function in educational administration.


	Documentation of Past Change-Agent Actions:

· Letter of commendation (E)

· Memo to and response from CMHC CEO (E)

· Accreditation documents (see competency 1) (S)

· Transcript noting MSW Administration and Development concentration course work (E):

· SOWK 625 Organization and Supervision

· SOWK 631-2 Policy for Social Change I and II

· SOWK 655 Organization/Community Assessment

· SOWK 661 Administration/Development Practice I

· SOWK 662 Admin/Development Practice II 

· Job descriptions (S)

· Faculty and staff

· Social Work Student Organization job descriptions

· Department Chair job description 

· New Executive Director job description (S)

· Letter from Board President (E)

· Created department brochures (S)

· Recruitment letters (S)

· Catalyst article about the program (S) 

· Assisted Visitor’s Center in creating a shared database of prospective social work students (S)

Documentation of Current Change-Agent Actions

· Department Chair job description (S)

· Advising evaluations (E)

· Letter from President regarding Cabinet participation (E)

· Letter from Advisory Council member (E)

· Letter from Coordinator of Field, Social Work (E)

· Letter from part-time social work faculty (E)

Documentation of Future Change-Agent Actions:

· Expert letter from OSI Program Director or Administrator (E)

· Recruitment Strategy (S)

· Expert letter from recruitment consultant (E)

· Transferable Skills module (S)

· Expert letter from Dean of Community Education (E)

· Power Point (S)

· Expert letter from Director of Human Resources (E)

· Summary of employee feedback (E)

· Written reflections about readings synthesizing theory, practice, and competency (R)

· Journaling of readings (R) 

	3. ORGANIZER GOAL: To apply a theoretical framework to organizational problem solving, resource development, and accountability.

	An effective organizer with skills in:
a. organizational development, management, and allocating resources

b. interpreting laws, regulations, and policies


	Past Organizer Actions:
· Graduate Assistant with the MSW Program in which I was responsible for assisting the Department Chair in developing assessment forms to fulfill accreditation standards (b)

· Completed the Feasibility Study, Eligibility Standards and Evaluative Criteria for BSW accreditation within the minimum amount of time allotted; this required extensive interpretation of accreditation guidelines and the development of multiple departmental policies (a, b)
· Obtained a rarely conferred exception to teach social work practice courses from CSWE (b)
· Wrote grant proposal to underwrite the cost of the Poverty Simulation (a, b)

Current Organizer Actions:

· Department chair functions including supervision, mentoring, and evaluation of employees (a, b)

· Serve as a faculty representative to Cabinet and Campus Planning Committee (a, b)

· Serving my second term on the Board of Directors at a local Retirement Community (a, b)
· Completing my first term on the Board of Directors at a local social service organization; have served as Secretary for the past two years and served on the Executive Director search committee (a, b)

· Plan and allocate a department budget including fundraising to develop a restricted account and obtaining a budget for the Social Work  Student Organization (a, b)

· Teach Social Change Policy course which includes a framework for analyzing various social policies (b)
Future Organizer Actions:
· Join a board in January 2004 (a, b)
· Independent Study in Grant Writing/Fundraising (a, b)

· Advanced Pedagogy

· Consult with the HR Director to provide training related to the employee Performance Development Program (a)

· Workshop Coordinator, North American Association of Christians in Social Work, Convention 2005. Primary responsibility for all aspects of proposal solicitation, recruitment and support of track chairs and reviewers (a) 

· Initial readings in the area of organizer (a, b):
· Armstrong, D. (1992). Managing by storying around: A new method of leadership. New York: Doubleday.

· Garvin, D. A. (2000). Learning in action: A guide to putting the learning organization to work. Boston: Harvard Business School Press.


	Documentation of Past Organizer Actions:
· Assessment examples from MSW Program (S)

· Accreditation documents [see competency 1] (S)

· Letters requesting and granting a CSWE lifetime exception to teach social work practice courses (E)

· Grant request (S)
Documentation of Current Organizer Actions:
· Department Chair job description [see competency 2] (S)
· Letter from President regarding my Cabinet participation [see competency 2] (E)
· Letter documenting board participation (E) 
· Letter from former president documenting board participation (E) 
· Copy of current budget (S, E)

· Social Change Policy syllabus (S)

Documentation of Future Organizer Actions:
· Letter documenting board participation (E) 
· Grant proposal (S)
· Expert letter from Director of Development (E)
· Field/internship design incorporating pedagogical theory and instructional strategies (S)

· Expert letter by mentor (E)

· Power Point [see competency 2] (S)

· Expert letter from Director of Human Resources (E)

· Summary of employee feedback (E)

· Letter from CEO documenting responsibilities and participation (E)

· Written reflections of readings synthesizing theory, practice, and competency (R) 

· Journaling of readings (R)


	4. COLLABORATIVE CONSULTANT GOAL: To engage in organizational assessment, and plan for and communicate organizational change.

	A collaborative consultant with skills in:
a. effective communication

b. evaluation and assessment

c. problem-solving and decision-making
	Past Consultant Actions:

· Professional social worker with education and experience in assessment on micro-, mezzo-, and macro-levels; communication with diverse groups of people; using the planned change process; and ethical decision making (a, b, c)

· Obtained a rarely conferred exception to teach social work practice courses from CSWE (a, c)

· Employed for 10 years in community mental health in which assessment, goal setting, problem solving, and discharge planning were daily professional responsibilities (a, b, c)

· As Court Appointed Special Advocate, communicated recommendations to the court (a, b, c)

· Consulted with Student Development regarding eating disorders on campus; assisted in organizing campus-wide training; effectively communicated the risks of eating disorders to employees and student leaders (a, b, c)

· Effectively communicated the mission, goals, objectives, policies and practices of the Social Work Program in order to obtain initial accreditation with no deficiencies (a)

Current Consultant Actions:

· Engage in ongoing program assessment using various assessment tools (b, c)
· Consultation regarding Global Perspectives groups

Future Consultant Actions:

· Assessment in Higher Education related the development of the Orthopedic Scholar Initiative (a, b, c)

· Consult with the HR Director to provide training related to the employee Performance Development Program (a, b, c)

· Initial readings in the area of collaborative consultant (a, b, c):

· Isaacs, W. (1999).Dialogue and the art of thinking together. New York: Doubleday. 

· Rosenfield, S. A. & Gravois, T.A. (1996). Instructional consultation. Hillsdale, NJ: Lawrence Erlbaum.

	Documentation of Past Consultant Actions:

· Transcript noting MSW Administration and Development concentration course work (S):

· SOWK 468 Techniques in Conflict Resolution 

· SOWK 518 Ethics of Compassion

· SOWK 528 Strength in Diversity

· See courses noted in competency 2

· Letters requesting and granting CSWE lifetime exception to teach social work practice courses [see competency 3] (E)

· Letter of commendation [see competency 2] (S)

· Letter from CASA Director (E)

· Power Point presentation regarding eating disorders (S)

· Summary of employee feedback (E)

· Accreditation documents [see competency 1] (S)

Documentation of Current Consultant Actions:

· Department Assessment Plan and Report (S)

· Feedback from Assessment Committee reader (E)
· Email from Global Perspectives Coordinator

Documentation of Future Consultant Actions:

· OSI mission, goals, objectives (S)
· Expert letter from mentor (E)
· Power Point [see competency 2] (S)

· Expert letter from Director of Human Resources (E)

· Summary of employee feedback (E)

· Written reflections of readings synthesizing theory, practice, and competency (R)

· Journaling of readings (R)



	5. REFLECTIVE RESEARCHER GOAL: To conduct scholarly research that adds to the knowledge base of the studied discipline.

	A reflective researcher with skills in: 
a. reading and evaluating research

b. conducting research

c. reporting research
	Past Researcher Actions:
· Professional social worker with education and experience in utilizing research to inform and evaluate my own practice (a, b, c)

· Conducted Program Evaluation of a partial hospital program for elderly with chronic mental illnesses [lit review, methods, indicators for goals, results, and limitations; used standardized questionnaires] (a, b, c)

· Proposed a collaborative geriatric/ psych nursing home (lit review, objectives, methods, budget, evaluation, scale attainment levels) (a, c)

· Conducted an orientation and training survey and subsequent report to the CEO at CMHC (b, c)

· Taught undergraduate Practice Evaluation Skills course covering  the following evaluation types: process, evaluability, needs assessments, fiscal assessments, process, outcome, and impact (a, b, c)

Current Researcher Actions:
· Conducted field research regarding spirituality and ethics [summer 2003] (b, c)

· Engage in ongoing program assessment using various assessment tools (b, c)
Future Researcher Actions:

· Assessment in Higher Education [LEAD756] (a, b, c)

· Issues in Research [LEAD637 ] (a)

· Dissertation Proposal and Dissertation (a, b, c)

· Initial readings in the area of reflective researcher (a, b, c)
· Jarvis, P. (1999). The practitioner researcher. San Francisco: Jossey-Bass.

· Merriam, S.B. (1998). Qualitative research and case study applications in education (2nd ed.). San Francisco: Jossey-Bass.

· Rudestam, K.E. & Newton, R. R. (2001). Surviving your dissertation: A comprehensive guide to content and process (2nd ed.). Thousand Oaks, CA: Sage. 
· Patten, M.L. (2004).Understanding research methods:  An overview of the essentials. Glendale CA:  Pyrczak Publishing.

· Pyrczak F. (2003). Evaluating research in academic journals:  A practical guide to realistic evaluation. Glendale CA:  Pyrczak Publishing.

· Lyne, L. S. (2003). A cross section of educational research: Journal articles for discussion and evaluation. Glendale CA:  Pyrczak Publishing.

	Documentation of Past Researcher Actions:

· Transcripts noting course work (E)

· SOWK 651 Advanced Practice Evaluation

· SOWK 690 Independent Study [Educational Eval]
· CPY 559 Research and Statistics 

· Geriatric PHP Program Evaluation (S)

· Proposal for geriatric/psych nursing home (S)

· Survey and Report to CMHC CEO regarding recommendation for Training Coordinator (S)
· Practice Evaluation Skills syllabus (S)

Documentation of Current Researcher Actions:
· Published decision case (S)

· Department Assessment Plan and Report (see competency 4) (S)

· Feedback from Assessment Committee reader (E)

Documentation of Future Researcher Actions:
· (See competency 4) (S)

· Quantitative and qualitative reviews (S)

· Dissertation (S)

· Written reflections of readings synthesizing theory, practice, and competency (S)

· Journaling of readings (S)


	6. COMPETENT SCHOLAR GOAL: To identify and evaluate theory that underpins my practice in various contexts.

	A competent scholar with a working knowledge of:
a. ethics and personal/ professional development

b. philosophical foundations

c. theories of learning and human development

d. theories of leadership and management

e. social systems, including family dynamics, community structures, and global development

f. technology and its application
	Past Scholar Actions:

· Undergraduate and graduate level education in social work ethics (a)
· Obtained an early promotion based on professional achievements and program development (a)
· Engaged in campus related activities designed to strengthen the institution’s commitment to and understanding of diversity issues (e)
Current Scholar Actions:

· Teach assignments that reflect ethics and human behavior in the social environment course (a, e)
· Maintain professional memberships, credentials and licensure (a)
· NACSW presentation regarding a model for teaching ethical decision making [October 2003] (a, f)
· Issues in Leadership Theory [LEAD638] (c, d)

· Issues in Leadership Foundations [LEAD636] (b)

Future Scholar Actions:

· Initial readings in the area of scholarship 
· Austrian, S. (2002). Developmental Theories through the Life Cycle. New York: Columbia University Press. (c)

· Bass, B. M. (1990). Bass & Stogdill’s handbook of leadership: Theory, research, & management applications (3rd ed.). New York: Free Press. (d)
· Daly, A. (Ed.). (1998). Workplace diversity. Washington, DC: NASW Press. (e)
· Roblyer, M.D., Edwards, J., & Havriluk, M. A. (1997). Integrating educational technology into teaching. Upper Saddle River, NJ: Prentice-Hall. (f)

· Ruggiero, V. R. (2004). Thinking critically about ethical issues (6th ed.). Boston: McGraw-Hill. (a)
· Wren, J. T. (1995). The leader’s companion.  New York: The Free Press. (b, d)
· Yukl, G. (2002). Leadership in organizations (5th ed.). Upper Saddle River, NJ: Prentice Hall. (b, d)

· Alaby, J. (2003). The end or ends of education: The issue of means and ends of the andrews university leadership program. Andrews Lithotech (b)
· Stevenson, J. (1998).The complete idiots guide to philosophy. Alpha Books. A Simon and Schuster Macmillan Company. New York (b)
· Sire, J. (1997). The universe next door:  A basic 
worldview catalogue. (b)

· Goldstein, C. (2003). God, Godel and grace: A philosophy of faith. (b)
· Goleman, D., Boyatzis, R. & McKee, A. (2002). Primal Leadership:  Realizing the power of emotional intelligence. Boston: Harvard Business School Press. (b)
	Documentation of Past Scholar Actions
· Transcript noting MSW Administration and Development Concentration course work related to competent scholar (E):

· SOWK 508 Graduate Orientation

· SOWK 518 Ethics of Compassion

· SOWK 528 Strength in Diversity
· Promotion portfolio (S, E)
· Institutional Diversity Committee, planning panel discussion (S)

· Documentation of Diversity symposium at Calvin College (S)

Documentation of Current Scholar Actions:
· Syllabi reflecting ethics and human behavior:

· Ethical Decision Making (S)
· Human Behavior in the Social Environment  [includes a multidimensional approach to understanding human behavior: bio-psycho-social-cultural-spiritual across the life span] (S)

· Current vita noting continuing education in ethics, license, memberships, and professional credential (S)
· Power Point based on presentation at NACSW Conference (S)

· Theory of Leadership (S)
· Cohort feedback (E)
· Worldview paper (S)

· Cohort feedback (E)
Documentation of Future Scholar Actions:
· Written reflections of readings synthesizing theory, practice, and competency (R) 

· Journaling of readings (R)




Part III: Credit Checklist and Course Plan

	Leadership Program Total Credits

	Coursework
	Credits

	Transfer Credits (Andrews University)
	37.98

	Transfer Credits (Grace College and Seminary)
	4.00

	Total Transfer Credits
	41.98

	Total Coursework Leadership Program
	32.0

	Proposal Development and Doctoral Dissertation
	16.0

	Total Program Credits
	89.98


	Leadership Coursework Credits

	Term 
	Course
	Instructor 
	Credit

	Summer 2003
	EDUC 630 Leadership Seminar
	Johns
	4

	Fall 2003
	LEAD 635 Individual Development Plan
	Johns
	4

	Fall 2003
	LEAD 690 Independent Study in Grant Writing/Fundraising
	Stockton
	2

	Fall 2003
	LEAD 675 Portfolio Development: Issues in Pedagogy
	Freed
	3

	Fall 2003
	LEAD 638 Issues in Leadership Theory
	Bernard
	2

	Spring 2004
	LEAD 636 Issues in Leadership Foundations
	Freed
	2

	Spring 2004
	LEAD 756 Assessment in Higher Education
	Bernard 
	3

	Spring 2004
	LEAD 756 Advanced Issues in Pedagogy
	Freed
	3

	Summer 2004
	LEAD 775 Advanced Portfolio Development: Fac Change/Resource Dev
	Freed
	4

	Summer 2004
	LEAD 789 Advanced Seminar in Recruitment
	Baumgartner
	3

	Summer 2004
	EDUC 637 Issues in Research
	Bernard
	2

	Subtotal
	32

	
	EDRM 880 Proposal Development
	
	2

	
	LEAD 899 Doctoral Dissertation
	
	14

	Total
	48
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