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Executive Summary

BACKGROUND: This report summarizes the results of a study undertaken in 1999 to assist the
Hyams Foundation in deciding how its grantmaking in civic participation might best be used to increase the
development and exercise of leadership among immigrants and refugees. The original report prepared to
assist the Foundation in its internal decision making included detailed program options and
recommendations. This public report includes the full text of study findings, with summary recommendations
and more limited appendices.

METHODOLOGY: The study involved qualitative research carried out by a project team from
MOSAICA: The Center for Nonprofit Development and Pluralism, a multicultural nonprofit organization in
Washington, DC. Information sources included staff and board leaders of organizations serving and/or led
by immigrants and refugees, as well as individual leaders and experts, in Boston and nationwide. Data
collection involved personal and telephone interviews, e-mail discussions, focus groups, and literature and
document reviews.

FINDINGS: The study generated information about bariers to and opportunities for leadership
development and about promising program models and strategies.

Barriers: Barriers to the development and exercise of leadership by immigrants and refugees include
both personal obstacles faced by individuals and/or families — and at times certain populations of
immigrants and refugees — and the barriers encountered by organizations seeking to foster leadership in
immigrant and refugee communities. The most direct and severe individual barriers to leadership identified
involve low income, limited formal education, and language, which often interact to limit opportunities for
leadership. Immigrants and refugees who have low incomes, limited formal education, and/or little or no
English language capacity face great difficulties in obtaining access to leadership training or finding other
opportunities to develop and exercise leadership. These barriers may also negatively affect their self-
confidence, an important factor in the exercise of leadership. The most significant organizational barriers
faced by immigrant- and refugee-serving organizations as they work to foster leadership development include
insufficient resources (specially general support funds), the lack of a clearly stated organizational focus on
leadership development, limited staff time and experience, and limited management experience. Home
country politics, national history, and cultural norms can also serve as batriers to leadership development.

Opportunities: Immigrant and refugee leadership building is facilitated most directly by two realities:
(1) immigrants and refugees bring to this country a wealth of personal experience and energy; and (2)
organizations working with immigrants and refugees, particularly those that are immigrant/refugee-
controlled, are uniquely positioned to help build leadership in these communities. These are the organizations
most trusted by immigrants and refugees and most able to locate and involve them in services and leadership
building.

Defining “leadership development”: There is no single agreed-upon definition of leadership or
community leadership. There is agreement that community leadership should involve and empower
community residents to participate in decision making and develop their own leadership skills. The National
Council of La Raza has defined community leadership development as “training and other formal and
informal learning opportunities, usually but not necessarily including a series of informational and skill
development sessions as well as ‘learning by doing’ at the neighborhood level, designed to enable participants
to become more — and more effectively — involved in [their] community.”

Models: The study identified many leadership-building programs, models, and strategies used with
immigrants and refugees. The programs can be described with reference to variables such as sponsoring
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organizations, internal versus external focus, targeted participants, geographic scope, leadership focus,
leadership or learning model, structure, topics for skill development, and leadership-building techniques. A
basic differentiation is whether programs focus infernally — on staff, board members, and program
volunteers, or externally — on clients, activists, and other community residents, or whether they have a dual
focus. MOSAICA found that in Boston, internal leadership-building efforts are less common and often less
formal than external programs.

Programs vary in the types of leaders they are trying to develop and their relation-ship to a
theoretical or practical model. Some projects begin with personal empowerment and then prepare
individuals for civic participation. Some emphasize advocacy. Some focus on leadership through community
organizing, often around specific areas such as workers’ rights or parent involvement in education. Other
programs seek to strengthen nonprofit board or staff leadership skills. Programs may be based on a defined
program model such as Paulo Freire’s popular education or other community-building approaches. Some
borrow from many different leadership experiences. Most programs appear to be based more on practical
experience than on theoretical frameworks, although they may incorporate well documented techniques.

The study documents a continuum of leadership-building efforts encompassing a range of
activities designed to develop or enhance leadership skills, through training, practical assignments that
involve learning by doing, and opportunities for exercising leadership. The continuum includes both internal
and external leadership-building programs and models. It categorizes programs by title and type of
sponsoring organization, geographic scope and target group, leadership-building focus or approach, examples
identified during the study, advantages and strengths, and disadvantages and weaknesses. All these models
involve conscious, deliberate attempts to build immigrant/refugee leadership.

Program effectiveness: The study team found very little research or documentation on best
practices of programs with a focus on immigrant and refugee leadership. However, leadership materials,
studies, and evaluations by the W.K. Kellogg Foundation and the National Council of La Raza’s Hispanic
Leadership Development Support Initiative offer insights useful to immigrant/refugee-focused leadership-
building efforts. Most of the Boston programs have not been formally evaluated, and there has been no
longitudinal evaluation. However, many individuals can identify effective programs and models. The
following are among the strategies, models, and factors associated with program success:

® Leadership models organized around issues critical to immigrants’ lives;

e LEfforts that bring refugees and immigrants together across nationalities and cultures;

® Programs that provide training, community assignments, and materials in patticipants’ native
language;

® Leadership models that include forums or meetings that provide an opportunity for immigrant
and refugee staff or board members to meet and share experiences;

® Models involving training of trainers, “each one teach one” commitments, or other means of
ensuring a “ripple effect” that multiplies program impact; and

®  Organization-specific efforts involving a broad commitment to leadership building throughout
the organization.

Best practices: MOSAICA reviewed existing evaluations for information related to the best practices
and success factors, challenges, and the impact of immigrant/refugee-focused and other grassroots leadership
programs. The following are some broad findings regarding best practices:

® Leadership development should have three beneficiaties: the individual and his/her family, the
community, and organizations that work to strengthen communities.

® Leadership programs should recognize that leaders are both born and developed, and can come
from every sort of background.
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® An effective leadership development program teaches by example; it involves its participants in
decision-making, models the leadership behaviors it wishes to teach, and provides opportunities
for participants to “learn by doing.”

® Leadership programs are most effective when they include a variety of components and
techniques, and a major emphasis on experiential learning,

®  Organizing and advocacy-oriented leadership programs often need several stages, from
individual empowerment to community organizing, from focus on a single issue to “an
understanding of the interrelationship of issues, power and change strategies in a community.”

®  One of the most important responsibilities of an immigrant/refugee-focused or other grassroots
leadership effort is to expand opportunities for leadership building to individuals who are not
likely to be included in mainstream programs.

® [eadership programs must recognize, reflect, and address cultural issues, understanding their
impact on learning styles, communications, relationships, and other facets of leadership
development.

CONCLUSIONS: Effective leadership programs typically have a strong community base and are
designed to reflect the needs of specific communities and constituencies. Grantmaking to support immigrant
and refugee leadership development is likely to have the greatest impact when it:

® Is based on continuing access to information about conditions and issues within the immigrant
and refugee communities it wishes to assist;

¢ Focuses on community-oriented, grassroots leadership development efforts;

® Supports initiatives that are designed to create change at three levels: the individual, the
community, and one or more community-based organizations;

® Recognizes the importance of both “inreach” — for staff, board, and program volunteer
leadership development — and “outreach” — for community leadership development;

® Helps to build several levels and generations of leadership;

® Allows for the use of varied strategies and types of groups, as determined by the applicant;

® Provides grantees the flexibility to refine strategies based on implementation expetience;

® Favors programs developed and run by immigrant- or refugee-led organizations or\overseen by
a project steering committee reflective of the target population;

® Requires and helps to support qualitative and quantitative evaluation of the programs funded;
and

¢ Supplements grants with the availability of organizational development assistance from culturally
competent sources.

RECOMMENDATIONS: The Hyams Foundation could use its resources effectively to support
any or all of the following:

® Leadership programs including:
L citywide programs;
L neighborhood-focused programs;
L internal programs targeting the staff, board members, and/or volunteers of a
single organization; and/or
L programs that combine elements of internal and external programs.

® Leadership support initiatives, including:
L technical assistance for leadership development;
L acomputerized registry of leaders trained through local programs;
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L  amentoring initiative;
L leadership program evaluation; and/or
L interpretation equipment and training in effective interpretation.

Each of these options would increase and enhance leadership development and the exercise of
leadership among immigrants and benefit the broader Boston community.
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. Introduction

The Hyams Foundation is pleased to share this report with its colleagues in community-based
organizations and philanthropy as well as with others who share a commitment to increasing leadership in
immigrant and refugee communities. This report summarizes a project undertaken to assist the Hyams
Foundation in deciding how to use its grantmaking to increase the development and exercise of leadership
among immigrants and refugees. The Foundation hopes that the research findings and recommendations are
helpful as you reflect on your own work and determine more effective ways to support and promote efforts
in this critical area.

In 1997, after several years of review and reflection designed to help it become more focused and
strategic in its grantmaking, the Hyams Foundation adopted a new mission statement: “to increase economic
and social justice and power within low-income communities.” To help achieve that mission, the Foundation
established new grantmaking guidelines, including three new funding priorities. One of them, Civic
Participation, includes leadership development. The Foundation has a long history of supporting
organizations that serve immigrants and refugees. It recognizes that special batriers and opportunities
influence the extent to which these new Americans are able to gain leadership experience and exercise
leadership within their own communities and the broader community of Greater Boston.

To examine these issues, the Foundation issued a Request for Proposals (RFP) for “Research on
Barriers and Opportunities for Increasing Leadership in Immigrant and Refugee Communities.” The RFP
was first issued in March 1999, then recirculated in the summer.

The Foundation selected MOSAICA: The Center for Nonprofit Development and Pluralism to
conduct the research. MOSAICA exists to assist in the development and effective management of community-
based nonprofit organizations in the U.S. and internationally, encourage linkages between nonprofit groups
and other sectors of society, and support ethnic and cultural diversity and the development of a new
generation of leaders who are prepared to work effectively in multicultural societies. Its special commitment
is to strengthen and support entities committed to serving and empowering those whose voices are least likely
to be heard when public policies are adopted and resources allocated. A multicultural nonprofit organization
established in 1994 in the District of Columbia, MOSAICA has a staff of 12; its board and staff include
refugees and immigrants from Latin America, Southeast Asia, and the Middle East. MOSAICA staff bring to
the project related experience in planning, implementing, evaluating, and preparing replication guides on
leadership programs; advising grantmakers on leadership and grantmaking issues; and assisting immigrant-
and refugee-led nonprofit organizations, national and local.
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Il. Methodology

This focused study of barriers and opportunities for increasing leadership in immigrant and refugee
communities involved qualitative research carried out over a period of approximately four months — August
through November, 1999. The study team included four MOSAICA staff: the President, the Director of
Organizational Development, the Research and Evaluation Specialist, and a Research and Project Assistant
with strong research training,

A. Tasks and Scope
The study was carried out through four major tasks:

Task 1: Planning and Design: Study design was accomplished in consultation with Hyams
Foundation staff. Based on several telephone discussions and one in-depth meeting, the study team
developed a revised work plan and a set of “Questions to Guide Discussion.” This instrument guided all
primary data collection, including focus groups and group and individual interviews (See Appendix A). The
interview guide included three focus areas:

L the organization’s leadership development activities;

o respondent views about leadership development; and

o descriptions of leadership programs run by, attended by, or otherwise known to the
respondent.

Task 2: Primary Data Collection: Methods of data collection included a combination of personal
and telephone interviews, and focus groups. Information was obtained through the following activities:

e  Site visits involving interviews with one or several staff and/or board leaders of ten Boston-area
nonprofit organizations that serve immigrants and refugees and are grantees of the Hyams
Foundation; these organizations were selected by the Hyams Foundation.

® Two focus groups with 12 representatives of eight other Foundation grantees serving immigrants
and refugees, also selected by the Hyams Foundation.

® Personal or telephone interviews and e-mail dialogues with 21 individuals with special expertise
in leadership development; detailed discussions were conducted with 18 and more limited
discussions with three others. Several have multiple affiliations; three are foundation officials,
four are the directors or former directors of immigrant coalitions, three are staff
of national organizations operating leadership programs, three run national immigrant- and
refugee-controlled organizations, and 11 are involved in technical assistance related to leadership
development.

® Interviews with 18 immigrant- and refugee-led organizations that are a part of MOSAICA’s
project to identify immigrant- and refugee-led organizations and leaders for the Ford

Foundation;

® Review of interviews from previous MOSAICA assignments.
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A summary of primary data collection sources is provided in the figure below; a list of respondents is

available from the Foundation:

Primary Data Collection: Respondents by Category

Category of Respondent

Number of Respondents

Personal interviews with Hyams Foundation
grantees serving immigrants and refugees

Focus groups with representatives of Hyams
Foundation grantees serving immigrants and
refugees

10 Organizations
15 Individuals

2  Focus Groups
12 Participants
8 Organizations

Interviews/e-mails with foundation representatives | 3
(Boston and national)

Interviews with other leadership program 15
specialists (Boston and national)

Interviews/site visits with representatives of local 20

immigrant- and refugee-led organizations outside
Boston

(18 - Ford Foundation Project; 2- previous
assignments)

Task 3: Secondary Data Collection: Review of documents desctibing leadership programs
including a variety of evaluations, replication guides, and other materials describing models or “best practices”
of leadership programs that serve or focus on immigrants and refugees and review of program
documentation materials from previous MOSAICA assignments. MOSAICA conducted a thorough website
search, reviewed other available literature, and asked most of the individuals interviewed to help identify
research on leadership programs and models. The study team was able to find very little documentation or
research on best practices of leadership programs with either a specific focus on immigrant and refugee
leadership or a program component focused on this population. However, several of the available documents
provided extremely useful information. The documents assessing leadership programs that seem most useful
in providing guidance to the Hyams Foundation’s grantmaking in support of immigrant and refugee

leadership development include the following:

® Reports assessing immigrant-focused leadership development programs:
¢ MOSAICA’s detailed replication and “how-to” guides for the National Council of La Raza
Hispanic Leadership Development Support Initiative.

¢ Although not focused on the development of leadership at the community level, MOSAICA’s
evaluation of the National Hispana Leadership Institute programs, which provides a useful
look at success factors in a leadership development program that includes any immigrant

women.

® Reports focusing on developing the leadership of community-based leaders:

¢ The W. K. Kellogg Foundation’s evaluation of its grantmaking to promote grassroots

leadership from 1992-1996.

¢ Documents outlining the rationale for and theory behind the Management Assistance
Program for Nonprofits (Minneapolis, MN) “Leaders Circle” model — a model that
uses“‘action learning” to develop the capacity of leaders from local nonprofit organizations.

Task 4: Data Ordering and Analysis: In reviewing and analyzing the information collected, the
project team held regular debriefings and discussions, consulted with Hyams Foundation staff overseeing the
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project, and prepared written summaries and highlights of focus groups and interviews. The project team held
a series of meetings to share information about barriers and opportunities, identify and make plans to fill
information gaps, and identify, describe, and assess possible leadership models and strategies.

Task 5: Report Preparation: Preparation of this report was also a team effort. Preliminary findings
were reported to the Hyams Foundation in an interim report submitted in early November. This report was
prepared by the project team based on several extensive meetings and data reviews, as well as consultation
with other MOSAICA staff regarding leadership models and strategies.

B. Project Assumptions and Groundrules

Several assumptions and groundrules helped to guide the project team’s work:

® Focus should be on leadership-building efforts targeting immigrants and refugees. The team
should look at leadership efforts that include but are not specifically designed for immigrants and
refugees only if they report a specific interest in including these populations.

® Leadership development efforts of interest are those committed to benefiting the community as
well as individual patticipants and/or their families. Specific attention should be given to
examining how projects attempt to create positive community impact and how they involve or
support the work of community-based organizations.

® Leadership is often developed as part of a larger effort such as community organizing, but the
focus of the study must remain on the leadership-building aspects of organizing efforts. The
study should include community organizing efforts only if they deliberately, consciously attempt
to develop leaders.

® Some organizations are engaged in a variety of leadership-building efforts; the study team should
examine the whole range of activities, both formal and informal.

C. Project Limitations and Constraints
Limiting factors included the following:

® Considerable difficulty was encountered in obtaining information directly from representatives
of several national foundations with a history of funding leadership development. Some of their
reports and evaluations were located and reviewed, and limited conversations were held with
several foundation representatives. However, the report includes limited direct input from
national foundations regarding their funding of leadership development initiatives targeting
immigrants and refugees.

® The MOSAICA team is Washington, DC-, rather than Boston-based, although staff have
extensive experience with leadership programs and have done work in Boston in the past.
Interviews in the Boston area were conducted through three two-person visits to conduct site
visits and focus groups, supplemented by telephone interviews. MOSAICA feels that the necessary
information was obtained, although a Boston-based research team may have had more varied
opportunities for data collection and an established working network to draw on.
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ll. Findings and Analysis

A. Barriers to the Development and Exercise of Leadership

The barriers to the development and exercise of leadership by immigrants and refugees include both
personal obstacles faced by individuals and/or families, and at times certain populations of immigrants and
refugees, and the barriers encountered by organizations seeking to foster leadership in immigrant and
refugee communities. In addition, challenges faced by programs more broadly focused on the development
of grassroots leadership may also be found to act as barriers in the development of community-based
immigrant and refugee leadership.

1. Individual Barriers

A wide range of barriers complicate efforts by . .
immigrants and refugees to obtain access to both formal and Key Indlv!dual Barriers to
informal leadership development — and also restrict their Leadership
opportunities to exercise leadership, particularly beyond their
own neighborhoods and nationality or language groups.
Morteover, there are both similarities and differences in
personal barriers facing immigrants and refugees of different
nationalities and backgrounds. Similarities exist within and
across cultures, but so do differences in terms of income, social class, education, and identification with the
U.S. versus the home country, and specific cultural factors such as attitudes about civic participation, among
others.

» Low income
» Limited formal education
» Limited English language fluency

The most direct and severe individual barriers to leadership identified by MOSAICA involve income,
education, and language — which often interact to limit opportunities for leadership. Immigrants and
refugees who have low incomes, limited formal education, and/or little or no English language capacity face
great difficulties in obtaining access to leadership training or finding other opportunities to develop and
exercise leadership. These barriers may also negatively affect their self-confidence, an important factor in the
exercise of leadership.

Many of the personal barriers are interrelated. Poverty is an extremely common obstacle. Immigrants
and refugees very often arrive in the U.S. with little or no money and may also have few marketable job skills.
Poverty as well as limited education, a lack of familiarity with U.S. structures and service systems, limited
English proficiency, and cultural differences contribute to difficulty in accessing basic resources such as jobs,
decent housing, education and training, other existing community services, and transportation. Lacking such
vital resources not only makes it difficult to develop and exercise leadership skills, but also leaves newcomers
little time or energy to pay attention to or get involved in their community — they lack the time for
community leadership. Living in poverty often means having to work multiple jobs and focus on survival
needs rather than civic participation. Individuals with little formal education may possess a great deal of
valuable practical knowledge and experience as well as
demonstrated leadership capacity, but may have little time in The immigrant lifestyle is characterized
their new country to exercise these skills. by long hours of work. Young people
have to work at the same time that they

Many (probably most) immigrants ate poor when they go to school. There is very little time left
enter the U.S. Their poverty is not necessarily related to a lack for volunteering and community work.
of formal education. Highly educated individuals with — Immigrant leader
specialized skills may become refugees or immigrants, arriving
in the U.S. with minimal possessions. Language can be a major
obstacle to employment for such individuals, along with a lack
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of understanding of U.S. society and institutions. However, research suggests that newcomers with post-
secondary education have some advantages in adjustment and acculturation.

Lack of English proficiency is often an immense obstacle for new immigrants and refugees. It
complicates all efforts to participate in U.S. society — to find housing, obtain employment, open a bank
account, enroll a child in school. The less commonly spoken the native language, the greater the isolating
effect. Some leadership opportunities do exist within a language community, particulatly if a relatively large
population speaks the language. For example, some immigrant- and refugee-led organizations run board
meetings bilingually, so individuals with little or no English can serve as board members. Latinos or Cape
Verdeans or Haitians in Boston may be able to exercise leadership within their own communities, using their
own language for community organizing efforts. However, most leadership opportunities demand some
knowledge of English, and interaction with mainstream agencies or organizations usually requires the ability
to communicate in English.

In addition to these very common obstacles, immigrants and refugees may face any of a number of
other, diverse barriers to leadership, such as the following:

v family pressures that discourage community
involvement;

v linguistic and cultural isolation, particularly
where the local population from a particular
country or speaking a particular language is
small;

m  class issues affecting relationships among
groups of immigrants;

u  afocus on eventual return to the home
country rather than on integration into the
new counttys;

m  concern with home country politics, which contributes to divisions and distrust among refugees

and immigrants across and within organizations and communities in the U.S.;

the absence of a tradition of volunteerism in the home country;

experiences in the home country that have led to distrust of people claiming to be leaders;

psychological batriers to adjustment caused by the trauma of war and/or human rights abuses;

sexism, youthism, and ageism, which limit opportunities for women, young people, and elders to
exercise leadership; such barriers may exist within groups or between newcomers and Americans;
and

u fear of being noticed by the authorities, particularly among undocumented immigrants, but also
among those who distrust all levels of government because of negative experiences in their home
countries.

Many of us have been taught by our cultures
and our home country experiences not to
organize and not to build alliances. We often
look at our colleagues as competitors. The
second and third generation are much more
comfortable with organizing and working
together.

— Refugee leader

2 R R R

Some of these barriers, particularly limited knowledge of English, tend to break down over time.
After 10-15 years in the U.S., most immigrants have gained at least “survival English” and many — especially
those who attend school in the U.S. and those who live and/or work in diverse environments — are fluent
English speakers. However, unlike countries such as Israel, where all newcomers have direct access to free
language schools, the U.S. does not make it easy for newcomers to learn English. Some cities report
thousands of people on waiting lists for English as a Second Language (ESL) classes taught through the
public schools; some public school systems (including Los Angeles) have experimented successfully with 24-
hour schedules for ESL classes. Community college ESL classes are sometimes unaffordable; they may cost
hundreds of dollars per semester. Recognizing the critical importance of English language skills for
citizenship and civic participation, organizations serving immigrants and refugees organizations often provide
low-cost or free ESL classes; over half the Hyams Foundation grantees interviewed for this project run ESL
classes. ESL classes are often linked with citizenship classes, and the knowledge of English contributes to an
understanding of U.S. society, facilitating the process of acculturation.

e Hyams Foundation
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2. Organizational Barriers

In its interviews with immigrant- and refugee-serving organizations, MOSAICA found that these
organizations face many challenges as they work to develop, exercise, and foster community leadership skills
among immigrants and refugees — including clients, other community residents, program volunteers, board
members, and staff. Staff of Boston area organizations and groups in other locations report many of the same
obstacles and needs. The challenges include lack of resoutces, especially general support funds, limited staff
time and experience, home country politics and experiences, and limited English proficiency.

Lack of resources is a major barrier for many organizations, especially relatively new, small groups.
These groups often lack the funding to provide salaries or fringe benefits sufficient to retain talented
individuals — especially those with families to support. Lack of resources also limits leadership building
among board members, program volunteers, clients, and community members. Staff, board, and
organizational development may be seen as extremely desirable but a luxury that organizations with limited
budget and staff cannot afford. Boston groups contacted indicated that it is often especially difficult to obtain
funding for board- or staff- focused leadership-building programs. Organizations often lack funds needed to
develop materials and programs in languages other than English, assess community needs, carry out strategic
planning, and develop and implement programs and forums to involve and empower immigrants and
refugees from the community.

Closely related to financial constraints is the problem of limited staff time. Chronically overloaded
executive directors often report that they cannot afford the time for developing staff or program volunteers,
since it means hours away from delivering services to clients and hours away from executive tasks. This is
particularly the case in organizations that focus on service delivery rather than community organizing or
advocacy. Community organizing and advocacy groups are more likely to consider leadership development a
core function, but are likely to face great challenges in raising funds to support it. The Hyams Foundation was
described to the study team as one of a very few funders in the Boston area that support organizations
providing the kinds of resident empowerment and organizing efforts that contribute to grassroots leadership
development. Executive directors also admit a hesitancy to invest resources in training when staff turnover is
high and they may not be able to retain staff once they are trained. Senior staff of small organizations rarely
have the time to mentor staff or volunteers, and may not feel comfortable taking on such a role.

Some organizations may not engage effectively in leadership development — internally or externally
— because it is not a clearly stated purpose of the organization. Others, when asked to consider the
importance of leadership building, may consider it an important component of the organization’s work,
although not a consciously adopted priority.

Some organizations do not effectively train staff or program volunteers because they lack experience
in management and do not know how best to structure such an effort. They may not know how to carry out
organizational development efforts or have no idea how to obtain skilled and culturally appropriate
information or assistance. Such organizations are also likely to report that they lack the knowledge, skills,
experience, and mechanisms to foster leadership development among staff or to involve their constituency in
decision-making. For example, they may know how to involve volunteers in rallies but have no committees or
other vehicles for ongoing volunteer involvement and growth. Other than electing residents to their boards,
they may have no path for fostering resident empowerment or involvement.

For these and other reasons, immigrant-serving organizations often do little “inreach.” Their
leadership development efforts tend to be externally focused — reaching out to develop leadership among
clients or other community residents. They seldom emphasize programs that reach in to their organizations to
develop the leadership of their staff, board members, and/or program volunteers. As a result, board members
may not fully understand their legal and organizational responsibilities, and may play a very limited role in
decision-making and oversight. Immigrant and refugee staff are often pootly paid and poorly trained in
nonprofit organizations. Talented immigrants may move from a nonprofit organization to the private or
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public sector in order to earn the funds needed to support their families and access to better opportunities for
training and professional development. Staff often indicate that they would prefer to remain in these
organizations if they provided sufficient salaries, fringe benefits, and opportunities for professional — and
leadership — development.

Home country politics and experiences can create barriers for organizations as well as individuals.
Often, the ethnicity, tribal affiliation, class, politics, and/or generation of the leaders of an organization define
who will and will not seek services or become a volunteer or board member. Some organizations are actively
involved in home-country politics, while others are simply identified with a particular faction, tribe, or racial
or ethnic group. In addition, the emotional scars associated with the experience of living in a war-torn
country complicate staff and board relationships to each other and affect efforts to develop subsequent
generations of leadership in an organization.

Lack of English proficiency at the individual level also creates major organizational challenges for
leadership-building efforts. Multicultural programs, involving individuals from many different countries,
require some degree of English language proficiency; even if they can afford one or two interpreters, the
number of languages is often too large to make interpretation practical. Programs that provide leadership
development in a language other than English require either individuals who speak that language to serve as
trainers or the use of an interpreter; and materials must be developed or translated. Many leadership programs
seek community internships in which individuals can develop and practice advocacy, organizing, or other
leadership skills, but such opportunities are limited for those who speak no English. Mentoring is similarly
limited, particularly if the immigrant or refugee speaks a language that is not widely studied in the U.S.

Like individual barriers, organizational obstacles vary depending upon the size, age, funding, ethnic
or nationality affiliation, services, and philosophy of the organization. Organizational obstacles are likely to be
particularly severe for small, recently established immigrant- or refugee-led organizations with limited
funding. Older minority and mainstream organizations often have more resources and experience. However,
“mainstream” organizations (groups that are neither immigrant/refugee- nor minority-controlled) also face
some special obstacles, primarily related to a lack of experience with particular immigrant and refugee groups.
Organizations operating multicultural programs or serving a particular cultural group for the first time report
problems related to a lack of cultural competency — from minor misunderstandings or communications
problems to inappropriate program efforts.

3. Challenges for Grassroots Leadership Programs

MOSAICA’s literature review found that grassroots leadership development programs not specifically
focused on immigrants or refugees also face significant challenges, some related to the external environment
in which they operate and others related to target populations and/or design. Challenges faced by grasstoots
leadership development program that may also be found to act as barriers to the development of effective
community-based immigrant and refugee leadership include the following:

® Ensuring the personnel time needed or careful planning, program design, and agreement about
desired outcomes and personal and community indicators of program success;

® Ensuring ongoing linkages between theory and practice by providing for appropriate field
experiences with careful guidance and support;

® Establishing and maintaining appropriate community partnerships; this may include locating
guest trainers, finding strong and stable placement organizations offering appropriate internships
or volunteer activities, and identifying and retaining mentors;

® Recognizing, respecting, and bridging differences among participants in issue priorities,
leadership styles, ethnic backgrounds and cultures, and economic and social backgrounds;
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® Maintaining ongoing attendance and high retention rates, particularly for programs that meet
frequently and require significant community involvement, and for participants who cannot
obtain release time from jobs and have many other demands on their time;

® Tinding ways to ensure ongoing involvement of alumni in the program and the community;
® Documenting, evaluating, and refining the program to create continuing improvement; and
¢ Documenting, evaluating, and refining the program to create continuing improvement; and

® Obtaining the resources needed to continue and maintain the project; stability requires multi-year
funding.

Many barriers complicate leadership-building efforts. Yet many organizations, in Boston and
nationwide, have found ways to remove or overcome these barriers and provide successful leadership
development efforts for immigrants and refugees.

B. Factors Encouraging the Development and Exercise of
Leadership

Despite the variety and number of barriers that complicate efforts to develop leadership among
immigrants and refugees, there are also many factors that encourage and facilitate their development as
community leaders. Immigrant and refugee leadership building is facilitated most directly by two realities:

¢ Immigrants and refugees bring to this country a wealth of personal experience and
energy; and

¢ For a variety of reasons, organizations working with immigrants and refugees are
uniquely positioned to help build leadership in these communities. They know how to
reach and involve potential leaders in their communities
and help them overcome some of the key barriers to These [immigrant-led] organizations
leadership. These organizations, particularly those that are very important to leadership
are immigrant/refugee-controlled, are located in the
neighborhoods in which immigrants and refugees live;
their staff speak the languages that immigrants and
refugees speak; they understand and share the cultural
background of immigrants and refugees; they are often
small-scale and offer personal attention and a
comfortable environment. These are the organizations
most trusted by immigrants and refugees, and they are already conducting outreach to these
communities.

development. They provide an
opportunity for serious work to be
accomplished for the community by
the community

— Immigrant leader

More specifically, “opportunity” factors include the following:

MOSAICA for
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e Participant pool: Participant “Opportunity” Factors for Leadership
provides a pool of potential Development
leaders. Many newcomers are
quickly identified by community
groups because they seek out ESL
ot job preparation classes. If the
organization wants to establish a

Participant pool

Volunteer opportunities

Common language

Ability to link leadership development to other

\ A A 4

leadership-building initiative, it activities

Link to community organizing

Link to empowerment

Commitment to leadership development
Link to citizenship preparation

History of activism

Elected and appointed officials

already has an identified group of
individuals who have already taken
the time to access services and had
a positive experience with the
organization.
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¢ Volunteer opportunities:
Volunteer positions with
community-based organizations —
serving as program volunteers or committee or board members — provide opportunities for
immigrants and refugees to develop decision-making, governance, and other leadership skills.
Many immigrant- and refugee-controlled organizations depend on volunteers to provide services.
The volunteers in a new organization often grow with the organization to become board
members, advocates, and acknowledged community leaders.

¢ Common language: For some language and nationality groups, there is already a well-
developed network of service providers with the ability to communicate in the language of the
newcomers and to offer leadership-building opportunities in their native language. As new
nationality groups begin to immigrate to the Boston area, new organizations tend to be
established to serve them in their own language.

® Ability to link leadership building to existing services and classes: The process through
which immigrants develop new life skills lends itself to becoming a process through which they
also learn leadership skills and the value of community involvement. Leadership development
can be made a part of the ongoing efforts such as ESL classes so that participants benefit
individually, are able to overcome some of the barriers to leadership, and develop skills and
values that lead to civic participation. Moreover, the additional time commitment will be modest.

¢ Link to community organizing: Grassroots organizers, particularly those focusing on issues
such as workers’ rights, know that the best links to immigrants and refugees are people from
their own community. Both immigrant/refugee-controlled organizations and mainstream or
multicultural organizations whose mission is community organizing are typically working with
and developing the skills of immigrant/refugee leaders as organizers, formally or informally.
They are ideally positioned to enhance or expand their

leadership development activities. Our resident volunteers want to stay.
They see changes in the neighborhood.
¢ Link to empowerment: Organizations with a They come, leave, then return — because
commitment to empowerment of immigrants and they see the value of group action.
refugees are generally similarly committed to the
development of leaders from within — Immigrant organizational leader
immigrant/refugee communities. They are often

particularly focused on developing the ability of
immigrants and refugees to advocate on behalf of
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themselves and their communities. Individual empowerment is often viewed as the first step to
community empowerment and activism.

¢ Commitment to leadership development: Many of the immigrant/refugee-focused
community-based organizations that the Hyams Foundation is already supporting have a deep
commitment to leadership building. Even if they do not have structured, formal programs, they
are already developing immigrant and refugee leaders. Lack of funding is often the obstacle that
prevents them from doing more.

® Link to citizenship preparation: If done appropriately, citizenship classes and activities
designed to help newcomers learn about U.S. society lend themselves to the development of
immigrant and refugee leaders. They can be used to transmit the values of civic participation in a
democratic society — including the idea that being an American means that the individual in a
democratic society — including the idea that being an American means that the individual has
certain rights and should exercise and fight for those rights.

® History of activism: Many refugees and immigrants were activists in their home country. As a
result, there is often a cadre of people in each immigrant/refugee community for whom language
may be a barrier, but who are otherwise ready to step into leadership positions as soon as they
become familiar with U.S. institutions and systems.

¢ Elected and appointed officials: Having elected and appointed officials who come from
immigrant or refugee communities — Haitian, Cape Verdean, and Latino, among others —
opens doors to the development of immigrant and refugee leaders. These officials provide role
models, demonstrate that immigrants and refugees can become officially recognized leaders, and
can be approached in the immigrant/refugee’s native language.

All these factors create or enhance opportunities for leadership development within immigrant and
refugee communities.

C. Leadership-Building Strategies and Models

The study identified many leadership-building programs, models, and strategies that are used with
immigrants and refugees. Included are programs currently operating in Boston and in other cities, as well as a
few programs that are no longer operating or have been substantially restructured. These approaches were
identified and analyzed through interviews and site visits and through the review of curriculum materials,
replication guides, and program reportts.

1. Defining Leadership and Leadership Development

The first step in identifying, reviewing, and assessing leadership models and strategies is to have a
reasonably clear definition of what constitutes “leadership development” for the purposes of this study.
There is no agreed-upon definition of leadership, although it is clear that this study is interested in leadership
that involves community benefits and is developed with the involvement of community-based nonprofit
organizations, including but not limited to immigrant- and refugee-led organizations. Some definitions that
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are more consistent with a community-focused leadership development framework, because they address
both the motivation and desires of the group and the concept of shared goals, are shown in the box below.

Definitions of Leadership

“Leadership is the process of influencing the activities of an organized group toward goal achievements.”
(Rauch and Behling, quoted in Gary Yukl, Leadership in Organizations, 1994).

“Leadership is the art of mobilizing others to want to struggle for shared aspirations.” (Kouzes and Posner,
The Leadership Challenge, 1995).

“Leadership is a process of giving purpose (meaningful direction) to collective effort, and causing willing
effort to be expanded to achieve purpose.” (Jacobs and Jaques, 1990).

These definitions shate a recognition that leadership can occur only in the context of a group of
people who are doing something together. To involve and empower community residents, leadership should
do more than create motivated followers. It should also involve and empower individuals to participate in
decision making and develop their own leadership skills.

MOSAICA’s review generated two useful definitions of community-based leadership, as shown in the
box below.

Defining Community-Based Leadership

» “The demonstrated capacity to inspire, motivate, empower, mobilize, and assist other people to
work towards mutually agreed-upon goals.” (McKay for National Council of La Raza, How to
Develop Leadership Programs for Latinos, 1997)

» A process that involves individuals “who do not fit into traditional corporate or mainstream
community leader molds,” employs unconventional techniques, and “seeks to achieve shared
leadership as opposed to traditional hierarchical leadership.” It is “an intentional strategy whose
desired outcome is change and improved community well-being...” (W.K. Kellogg Foundation,
Grassroots Leaders, December 1999)

The definition of leadership development used in the National Council of La Raza’s “how-to” manual
for developing Hispanic leadership programs appears appropriate for this study. It defines leadership
development as shown below.

Defining Leadership Development

C
“Training and other formal and informal learning opportunities, usually but not necessarily including a
series of informational and skill development sessions as well as ‘learning by doing’ at the
neighborhood level, designed to enable participants to become more — and more effectively involved
in [their] community.”

In identifying, reviewing, and categorizing leadership-building activities, the study team relied on these
community-based leadership concepts and definitions.
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2. Leadership-Building Programs and Models

The MOSAICA study team identified a variety of leadership development programs, models, and
strategies that are being used with immigrants and refugees in the Boston area. This information was
supplemented with models found in other cities nationwide. These programs can be described using many
variables, including the following:

® Sponsoring organizations: Programs are operated by immigrant- and refugee-led
organizations, minotity organizations (e.g., Latino groups) that are not immigrant/refugee-led,
mainstream nonprofit organizations, and colleges and universities. Public agencies other than
colleges and universities may also sponsor leadership programs, although the study did not seek
out such programs.

¢ Internal versus external focus: Leadership-building programs may focus infernally — on staff,
board members, and program volunteers, ot externally — on clients, activists, and other
community residents. Membership organizations may run leadership programs with a dual focus,
since their members are often clients and community residents as well. MOSAICA found that in
Boston, internal leadership-building efforts are less common and often less formal than external
programs on a particular issue or topic, continue with several training sessions on that topic that
are open to anyone from the original group who is interested, and move on to the formation of
action committees whose members learn by doing. Time may be set aside for assessing or
reflecting on activities that have been completed. Sometimes there is also a defined path to
increasing leadership responsibilities such as appointment as a committee chair or election to a
board of Directors. (The box below describes typical approaches used in popular education
leadership models.)

Popular Education as a Leadership Model

Popular education is used as a tool to make people more aware of how their personal experiences are
linked with larger social problems. The theory is closely associated with Myles Horton of the Highlander
Center in Tennessee, and Paulo Freire, who worked to empower peasants in Brazil through literacy
projects, a process described in his book, Pedagogy of the Oppressed.

Popular education often follows these steps:

» Draw out participants’ experiences

» Move from experience to analysis, looking for shared patterns of experience and knowledge

» Add new information and ideas, including examination of unequal power relations in society and
understanding of systems that need change

» Develop and practice skills needed for organizing and action

» Organize and plan for action to change systems

» Take action

» Reflect upon and evaluate the process used, and refine it for future use

Popular education is effective in building grassroots leadership because it:

Takes place within a democratic framework

Is based on what learners are concerned about

Poses questions and problems for participants to discuss
Encourages everyone to learn and everyone to teach
Involves high levels of participation;

Includes people’s emotions, actions, intellects and creativity
Uses varied activities

VVVVYVYYVYY
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organizing are likely to include topics such as organizing models, the legislative process,
organizing a campaign or rally, and using the media. Board development programs often focus
on topic areas such as reading and understanding financial reports, Robert’s Rules of Order and
other decision-making models, effective meetings, committee roles, and board-staff roles and
relationships. Many programs include personal development topics such as leadership styles,
multicultural competence, conflict management, and time management. Many programs also
provide briefings and practical experience related to specific issues, from housing to immigration
to education. Some programs (such as the CIRCLE program in past years) allow participants to
help determine issues to be emphasized, or to choose work groups or committees focusing on an
issue of their choice (as in the Allston-Brighton Healthy Boston Coalition’s Leadership to
Improve Neighborhood Communication and Services or LINCS Program).

¢ Leadership-building techniques: The methods or techniques used for building leadership vary
greatly, although most programs provide some form of training, usually through classroom
sessions, as well as community assignments designed to provide for experiential learning
(“learning by doing”) through skill practice. Many also provide specific opportunities for
participants to exercise leadership — to do community organizing around a specific issue,
develop press releases or otherwise participate in a media campaign, visit and speak to their
legislator, testify at a public hearing, plan and organize a service project, help conduct a needs
assessment, serve on a committee or board of directors, etc.

MOSAICA developed a framework that outlines a continuum of leadership-building efforts.
Leadership building encompasses the whole range of activities designed to develop or enhance leadership
skills through training, practical assignments that involve learning by doing, and opportunities for exercising
leadership. The framework describes both internal and external leadership-building programs and models in
terms of each of the variables examined above, including the type of sponsoring organization, geographic
scope and target group, and leadership-building focus or approach. All these models involve conscious,
deliberate attempts to build immigrant/refugee leadership, sometimes through a special project, sometimes
through ensuring leadership components within an initiative that has other objectives as well, such as
community building, community organizing, or advocacy. Appendix B provides the framework in matrix
form, with program examples and the advantages and disadvantages of each model. The framework includes
the following types of programs listed along with their target groups:

¢ Organizational “Inreach”: Internal Leadership Development Programs

¢ Staff leadership development in immigrant or refugee-led organizations: Targets staff
at all levels, or management staff of a single organizations.

¢ Staff leadership development in mainstream organizations or coalitions that are non-
immigrant led: Targets immigrant and refugee staff of a single organization.

¢ Board of directors training in immigrant/refugee-led organizations: Targets the board
of a single organization.

® Otrganizational “Outreach”: External Leadership Development Programs

¢ Service-focused client empowerment in immigrant/refugee-led or mainstream
organizations: Targets immigrants or refugees who receive services from an organization.

¢ Client/community resident “popular education” or community building program in

immigrant/refugee-led or mainstream organizations: Targets immigrants or refugees
who receive services from an organization.
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¢ Volunteer/member leadership development in immigrant/refugee-led or
mainstream organizations: Targets immigrants or refugees who are organizational
volunteers or members.

¢ “Promotores/as” program: Program that trains residents as peer educators and outreach
workers. Targets recent refugees and immigrants, usually of a single nationality or language

group.

¢ Multicultural resident leadership training in multicultural or mainstream
organizations: Targets recent refugees and immigrants from a specific neighborhood and
including individuals from many different countries, ethnic and language groups.

¢ Leadership training for residents from one nationality or language group in
immigrant/refugee/ or minority-led organizations: Targets recent refugees and
immigrants of a single nationality or language group, often from a single neighborhood or
constituency.

¢ Leadership training for organizational leaders at mainstream organization or
college /university: Targets immigrant/refugee organizational leaders — staff or board
members.

The leadership-building program categories are designed to differentiate programs based on how
they address leadership development, not how effective they are at developing leadership. MOSAICA believes
that a well-designed and appropriate project in any of these categories can be an effective means of building
immigrant and refugee leadership. Because some organizations run several types of leadership programs, they
may be cited as examples in more than one category of program.

D. Leadership Program Effectiveness and Best Practices

MOSAICA’S study team found very little documentation or research on best practices of
leadership programs with either a specific focus on immigrant and refugee leadership or a program
component focused on this population. These programs have rarely been evaluated, and no longitudinal
studies of long-term impact on participants were found. In addition, there is limited documentation of efforts
to develop “community-focused” or “grassroots” leadership. One reason given is that such programs are
extremely varied and difficult to evaluate using traditional methods. Current programs to foster leadership can
generally be organized into four categories based on their sponsorship: foundation-based fellowships,
business leadership programs, university-based programs, and community-based programs. Although they do
not exclude immigrants and refugees and may even encourage their participation, few of these programs
specifically target immigrants or refugees. Those that do are almost always community-based programs.

MOSAICA’s findings on program effectiveness and best practices in immigrant and refugee-
focused leadership programs are drawn from site visits to immigrant- and refugee-focused organizations; the
W. K. Kellogg Foundation’s evaluation of its grassroots leadership grantees, and publications from the
National Council of La Raza’s Hispanic Leadership Development Support Initiative.
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1. Lessons from Boston

Few of the leadership programs identified in
Boston have been formally evaluated, and none has done

Approaches Associated with Boston
Leadership Program Success

a longitudinal evaluation to determine to what extent » Models organized around issues critical to
program alumni are engaged in leadership activities. Many immigrants’ lives
programs obtain participant assessments of specific » Models that bring together immigrants and

sessions but not of their overall programs.

refugees across cultures

» Use of participants’ native language for
training, community assignments and
materials

A variety of informal assessments have been
carried out, and many of the individuals interviewed for

the study felt they could identify effective programs and » Use of cross-cultural forums or meetings to
models. The following were identified as strategies, share experiences
models, and factors associated with program success: » Models that create a “ripple effect” through

methods such as trainer training
» Organization-specific strategies reflecting
broad commitment to leadership building

® The use of leadership models organized
around issues critical to immigrants’
lives. These are programs that both develop
leadership capacity and commitment to assist
the entire community and help the immigrants involved to obtain needed information and skills.
For example, they may provide ESL training, other educational opportunities, ot job training, as
well as knowledge about available services. They may also use “popular education” concepts.
Such programs also help community-based organizations develop a cadre of leaders interested in
the services they provide. Programs seem to be particularly well attended when they are located
in or near the neighborhoods where immigrants live or work; citywide programs face particular
challenges related to distances and transportation, particularly when they meet at night. Examples
of Boston-based organizations using this model are: Centro Presente, Chinese Progressive
Association, and the Immigrant Workers’ Resource Center.

¢ Efforts that bring refugees and immigrants together across cultures. There is widespread
enthusiasm for such programs, which enable people to learn from each other and to become
comfortable in a multi-cultural society. It is recognized that such programs also offer challenges
with regard to language, location, and intergroup relations, but they are considered extremely
valuable. Examples of a Boston-based organization using this model are: Allston-Brighton
Healthy Boston Coalition, Dudley Street Neighborhood Initiative.

¢ Programs that provide training, community assignments, and materials in participants’
native language. Proyecto PLAN of the Hispanic Office of Planning and Evaluation (HOPE)
used this approach effectively. Such a model encourages civic
participation and makes possible leadership development for
newcomers who have not yet become fluent in English.
Examples of Boston-based organizations using this model are:
Chinese Progressive Association, VietAID, Mujeres Unidas en
Accion, Latino Parents Association.

Meetings across cultures are helpful
because the community is so diverse.
You don’t want to be stuck inside
your own self- imposed glass ceiling,
you want to see what others are
doing and how they are doing
Leadership models that include cross-cultural forums or
meetings that provide an opportunity for diverse groups of
immigrant/refugee organization staffs or managers to meet,
see how others are addressing similar issues, share best
practices, and perhaps receive training in areas of common interest. Such approaches are
considered a valuable means of sharing and

— Immigrant organizational leader
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building on activities carried out by individual organizations, thus increasing their impact. An
example of a Boston-based organization using this model is: the CIRCLE program at the
University of Massachusetts.

® Models involving training of trainers, “each one teach one” commitments, or other
means of ensuring a “ripple effect.” There is concern that high-cost formal leadership training
models, often citywide, that directly reach a small number of people. Program impact is
multiplied by providing trainer training and building in responsibilities for participants to share
what they have learned, either by doing “echo” training (using the same materials and approach
as the training they received) or by providing individual training or mentoring to another
individual. Examples of Boston-based organizations using this model are: the Dudley Street
Neighborhood Initiative and the East Boston Ecumenical Community Council.

® Organization-specific efforts involving a broad commitment to leadership building.
These may take many forms, such as having the organization commit itself to leadership
development at all levels and build in staff, board, volunteer, and client leadership development
opportunities. Inculcating the value of continuing emphasis on leadership development is seen as
a way of changing attitudes and behaviors. Examples of Boston-based organizations using this
model are: Mujeres Unidas en Accién and the Dudley Street Neighborhood Initiative.

2. Leadership Program Results

Leadership Program Results

The evaluations of NCLR, NHLI, and the W. K.
Kellogg Foundation sponsored leadership initiatives have
documented results at the level of the individual, the

Individual:
» Leadership roles in community activities
and workplaces

community, and in some cases the sponsoring organization. » TIncreased self-confidence and self-esteem
Programs carrying out structured documentation and » Understanding of knowledge and work
evaluation found that participants changed significantly leadership requires

through participation in the leadership development program. » Changes in career expectations

Among the individual changes reported were the following: > New/better jobs, sometimes within

community-based organizations

® DParticipants began taking leadership roles in

. o7 . . Community:
community activities and in their workplace; » Increased or more effective community
involvement at a leadership level
® Participants showed increased self-confidence and > Organizing and advocacy results

» More volunteers

self-esteem;

e Participants’ definitions of leadership changed,
becoming more realistic and reflecting a recognition of the knowledge and work required of
leaders;

® Participants reported changes in their career expectations: some went back to school, and others
planned to, and some described their career goals as becoming more community-oriented as a
result of the programs;

® Some participants obtained jobs within community-based organizations; often their previous
jobs were low-skill service positions and their new jobs involved providing services or doing
outreach and organizing,.

Programs not only helped participants develop their personal leadership skills and improve their

employment status, but also increased their sense of community accountability and enabled them to begin
activities that led to positive community change:
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3.

Participants reported increased or more effective community involvement, including serving on
the boards of directors of community-based organizations or running for office;

Specific organizing and advocacy accomplishments were reported, such as improvements in
conditions for immigrant workers, legislative action by a city council or state legislature, and

improved municipal services; and

Some organizations reported increased or improved volunteer activities by participants or

graduates.

Best Practices and Success Factors

The following are summary findings with regard to best practices and critical success factors for

grassroots leadership development. They are drawn primarily from NCLR and W. K. Kellogg Foundation
documents:

Leadership development should have three
beneficiaries: the individual and his/her family, the
community, and the organizations which work to
strengthen communities. Moreover, leadership
development should lead to positive, significant
community change and should not be value-neutral —
it should emphasize a commitment to service and
ethical behavior.

Leadership programs should recognize that leaders are
both born and developed; they can come from every
sort of background, in terms of language, national

Individuals (especially young people)
benefit greatly from leadership programs
aimed at individuals but often cannot find
work to continue to use what they have
learned. There are very few viable
employment opportunities for organizers
and activists. That is why it is important
to support both the individuals and the
organizations.

— Immigrant leader

origin, age, socioeconomic status, education and training, and life experience.

An effective leadership development program teaches by example; it involves its participants in

decision-making, models the leadership behaviors it wishes
to teach, and provides opportunities for participants to
“learn by doing” through actual opportunities to exercise
leadership.

Leadership programs are most effective when they include
a variety of components chosen to contribute to specific
desired benefits, provide for different styles of learning,
and place major emphasis on experiential learning.

Organizing and advocacy-oriented leadership programs
often need several stages. They may begin by focusing on a
single topic or role, but should help leaders move from
single issue or isolated/individual problem-solving to “an
understanding of the interrelationship of issues, power and
change strategies in a community.” They should also
expand participant ability to work through differing or
controversial positions and across divisive boundaries to
achieve results for the community.

Best Practices

» Inclusion of three program
beneficiaries: the individual, the
community, and community-based
organization(s)

» Recognition that leaders are both born
and made

» Teaching by example and “learning by
doing”

» Variety of components appropriate for
different learning styles

» Multi-stage organizing programs,
moving from one issue to broader
approaches

» Leadership-building opportunities for
individuals not targeted by more
traditional programs

» Cultural appropriateness
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4.

One of the most important responsibilities of an
immigrant/refugee-focused or other grassroots leadership
effort is to expand opportunities for leadership building;
programs should effectively reach and serve leaders who have
great potential for helping communities but are largely ignored
by most established leadership groups and mainstream
leadership development programs.

Leadership programs must recognize, reflect, and address
cultural issues, understanding their impact on learning styles,
communications, relationships, and other facets of leadership

Characteristics of Effective
Grassroots
Leadership Programs

Appropriate selection process
Required participant commitment
Community partnerships
Flexibility

Appropriate group size
Documentation and valuation

vVvVvyvVyVyy

development.

Successful grassroots leadership programs are very likely to have the following specific
characteristics:

¢

* & o o

MOSAICA’s research with immigrant and refugee
organizations in the Boston area also found that
effective leadership programs for clients and
community residents often have the following

An appropriate selection process — if a program will not be open to all, then criteria and
procedures need to be clearly defined and consistently applied, preferably involving a
community selection committee;

Requited participant commitment to the project and to community involvement;
Strong community relationships;
Flexibility and willingness to change components and approaches;

Appropriate group size — large enough for discussion and small enough for personal
attention; and

Documentation and evaluation, preferably including longitudinal follow-up of graduates, and
active dissemination and use of evaluation results.

Characteristics of Effective
Boston Programs

» Immigrant and refugee involvement in

characteristics: _ _ o program development

¢ Are developed with strong input from immigrants » Combined focus on developing new life
and refugees; skills and leadership skills

¢ Enable immigrants to develop new life skills as > Sponsoring organlz:lttqullj W|thd7tro:'_lgk
they learn leadership skills and the value of community accountability and/or linkages

v invol o » Values base, with community service

community invo vement; focus

¢ Are operated by organizations that have a strong » Emphasis on communications skills
sense of community accountability or carefully » Documentation and valuation
developed community linkages; » Structured foI_Iow up and practice

¢ Are values-based rather than value-neutral, with a between sessions
strong emphasis on community service;

¢ Include a strong listening and communication focus; and

¢ Include structured follow-up and communication between activities or training sessions,

including “homework” that involves practicing skills.

Lessons from Funders

Particularly important lessons from funders of grassroots leadership programs emerged from

MOSAICA’s review of the W. K. Kellogg Foundation report. The lessons learned seem relevant for the
funding of community-based immigrant and refugee leadership programs. The Kellogg report argues that
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“Investment in grassroots leadership as a strategy is different from a decision to support a mainstream
leadership program” and presents the following key lessons for grantmakers with regard to the funding of
such programs:

® Be flexible as grants unfold; be open to beginning

grassroots leadership efforts with a specific problem Lessons from Funders
focus and later broadening to a community-wide _
systems approach, or permitting other changes in > Be flexible

» Involve experienced intermediary
organizations
» Encourage a grassroots leadership

program design based on expetience;

® Consider working with or through intermediary component as part of other social change
organizations that are experienced in grassroots grants
leadership development, involving them in technical » Fund change-oriented visions and
assistance, training, ot other aspects of grassroots individuals — not just programs

leadership;

e If already funding community organizing or other social change activities, require such applicants
to include a grassroots leadership component and a plan and rationale for using the strategy; and

® Tund change-oriented visions and the people who offer them, not just programs; also look for
proposals that describe feasible leadership development processes and cleatly specify intended
outcomes.
In addition, because community leaders do not necessarily identify with the term “leadership”
grassroots leaders often identify themselves as outside the mainstream, particular attention must be paid to
the types of materials developed and to dissemination methods to such individuals. The Kellogg Foundation

found that a “hunger for useful materials and safe places to learn and network” and suggested the following
methods of reaching grassroots leaders:

® Provide ongoing, rather than one-time only, dissemination of information and materials, because
grassroots leaders tend to move on and new ones are always coming onto the scene;

e Offer the information in short, digestible pieces that have practical utility;
®  Use a wide variety of dissemination channels, traditional and nontraditional;

® Seek input and guidance from leaders of different cultural backgrounds about how to adapt the
materials for different cultures;

®  Work with intermediary organizations to reach grassroots leaders and encourage networking,
discussion, learning, and feedback from report findings; and

® Share knowledge via the Internet as well as in hard-copy formats.
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IV. Conclusions and Recommendations

A. Conclusions
Overview: The MOSAICA study team found that:

® Many barriers and obstacles make immigrant/refugee-focused leadership building both
challenging and complicated. Barriers can be both individual and organizational. Immigrants
and refugees are tremendously diverse. However, among the most common and important
individual barriers that deter them from becoming involved in their communities and developing
and exercising leadership are poverty, lack of English language proficiency, limited formal
education, and lack of knowledge of U.S. society and how to navigate systems and institutions.
Among important organizational barriers are lack of financial resources and staff experience, lack
of a clear focus on leadership development, and language issues.

® Opportunities do exist for immigrants and refugees to develop and exercise leadership.

Immigrants and refugees bring with them a wealth of experience and energy; some were activists
and leaders in their countries of origin. Often, their first opportunities for leadership-building
exist within immigrant/refugee organizations. Such organizations have a unique capacity and
commitment to reach and involve new arrivals; they typically offer a shared language and culture,
easy accessibility in immigrant/refugee communities, personal attention, continuing outreach,
and needed services. Once a part of such organizations, newcomers gain access to a variety of
formal and informal leadership-building opportunities.

® A variety of promising models exist for immigrant and refugee leadership-building.
Models vary in their sponsoring organization, internal or external focus, targeted participants,
geographic scope, leadership focus, leadership or learning model, structure, topics for skill
development, and leadership-building techniques. They may focus on the staff, board members,
and/or program volunteers of community-based organizations; clients served, and/or other
community residents. Leadership development projects may use formal structures and an
established curriculum, or be more flexible and participant-led. Many organizations recruit
leaders from among their clients, with leadership programs growing out of services such as ESL
classes, or create as part of popular education or other community building or organizing
strategies.

® There are few studies of immigrant and refugee leadership development models. Among
the most detailed are the replication guides prepared by MOSAICA for the National Council of La
Raza as part of its Hispanic Leadership Development Support Initiative. All three of NCLR’s
documented program models targeted immigrants or refugees. However, few programs have
been formally evaluated, and there are no longitudinal studies documenting the extent to which
leaders, once trained, remain actively involved in their communities.

¢ More broadly focused leadership studies and evaluations offer insights useful to
immigrant/refugee-focused leadership-building efforts. Most immigrant- and refugee-
focused leadership efforts may be described as focusing on “grassroots leadership.” The W. K.
Kellogg Foundation’s recent evaluation of more than 20 grassroots leadership programs it
funded between 1992 and 1996 provides perhaps the most detailed and useful evaluation of
leadership development projects that have some important similarities to immigrant- and
refugee-focused efforts — especially since the NCLR initiative is one of the projects evaluated.
The report emphasizes the importance of grassroots leadership development and the need for
flexibility in funding such efforts.
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Approaches for Grantmaking Success: This study and prior research offer a variety of lessons to
guide grantmaking for leadership-building efforts targeting immigrants and refugees. Findings suggest that
grantmaking is likely to have the greatest impact when it:

1. Is based on an continuing access to information about conditions and issues within the
immigrant and refugee communities it wishes to assist;

2. Focuses on community-oriented, grassroots leadership development efforts;

3. Supports initiatives that are designed to create change at three levels: the individual, the
community, and one or more community-based organizations.

4. Recognizes the importance of both “inreach” -- for staff, board, and program volunteer
leadership development — and “outreach” — for community leadership development;

5. Helps to build several levels and generations of leadership — through involving other staff as
well as executive directors, board members as well as board officers, and residents with no
previous experience in civic involvement as well as those with a history of such participation;

6. Allows for the use of varied strategies and types of groups, as determined by the applicant —
e.g., community organizing and community building models, strategies in which leadership
development is an extension of client services, use of mono-cultural or multicultural groups,
selection of groups that are homogeneous or heterogeneous in terms of experience and position;

7. Provides grantees the flexibility to refine strategies based on implementation expetience;

8. Favors programs developed and run by immigrant- or refugee-led organizations or overseen by a
project steering committee that reflects the participant population;

9. Requires and helps to support qualitative and quantitative evaluation of the programs funded;
and

10. Supplements grants with the availability of organizational development and leadership program
assistance from culturally competent sources.

B. Recommended Operating Principles for Leadership Programs

This study and other available research indicate that effective leadership programs for immigrants
and refugees typically have a strong community base and are designed to reflect the needs of specific
communities and constituencies. Because of this, it is important to balance the Foundation’s need to focus its
leadership grantmaking for maximum impact — which may lead it to want to support specific types of
leadership-building programs — with a recognition of the importance of enabling applicants to determine the
needs of their communities and constituencies and design leadership programs that meet them. Rather than
being highly prescriptive, the Hyams Foundation could adopt a set of operating principles to be met by any
leadership-building project it supports. MOSAICA recommends that these operating principles include the
following:

1. Leadership-building projects will be designed to develop leaders who are committed to civic

participation and community service; projects will be able to demonstrate how they will benefit
the community, not just the individual leaders or their families.
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2. Projects will specify plans for involving and working to strengthening community-based
organizations.

3. Projects will demonstrate active efforts to address barriers related to limited English proficiency
(e.g., ESL instruction, materials in multiple languages, use of interpreters).

4. Recognizing that poverty is a major barrier to leadership, projects will provide career skills

development opportunities for participants.

5. Projects will be developed and run by immigrant- or refugee-led organizations or advised or
overseen by some form of project steering committee that reflects the participant population.

6. Leadership development efforts will not depend solely on formal or “classroom” training; they
will provide for “practice by doing,” including community assignments and opportunities to
exercise leadership.

7. Where participation is not based on self-selection, projects will provide for serious outreach and
an independent selection process, including the use of agreed-upon selection criteria. Individuals
will not be selected solely because of their positions within an organization.

8. Projects will reflect in their planning and implementation a commitment to participant
empowerment and decision-making, through involving participants in decisions such as
identification of needs, selection of topics, and setting of priorities.

9. Unless it can be demonstrated that a heterogeneous group will jeopardize project success,
projects will provide opportunities for individuals with varying levels of education and
expetience, using more experienced leaders to mentor and assist less expetrienced leaders as
appropriate.

10. Project design will reflect an understanding that there is no direct correlation between leadership
ability and education or economic status, and that natural leaders can occur in any population;
projects will take deliberate action not to replicate hierarchical structures that may have existed in
participants’ countries of origin.

11. Projects will directly address the barriers and opportunities associated with cultural factors
specific to the populations they plan to serve.

12. Projects will include measurable objectives and plans for qualitative and quantitative evaluation,
preferably using participatory evaluation techniques.

" The term “career development” refers to efforts to support individuals in their efforts to improve their employment options and
find satisfying career paths, regardless of formal education or prior experience
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C. Summary Program Recommendations

Hyams Foundation resources could be used effectively to support a range of leadership-related
initiatives, including leadership programs and leadership support initiatives.

Leadership programs might include the following:

® A citywide program that serves individuals from a number of neighborhoods and/or
organizations; such a program should reflect lessons learned from the Proyecto PLAN model.

¢ Neighborhood-focused programs that serve a single cultural or multicultural participant
group, depending on the composition of the neighborhood; multicultural programs should
consider some of the approaches used by the Allston-Brighton Healthy Boston Coalition’s
LINCS model, which is strongly linked to volunteer activities, committed to improving English
proficiency and employability, and effective at creating and maintaining civic involvement among
its participants.

¢ Internal programs to support leadership development for staff, board members, and/or
program volunteers of a single organization; funding should be sufficient not only to support
training and other leadership development activities, but also to pay for adjustments necessaty so
staff can spend time away from their normal responsibilities.

® A combined organizational and citywide initiative including both internal and external
leadership development; it might involve support for organizational leadership building within
participating organizations, complemented by a facilitated citywide working group to provide
collaboration among and trainer training for representatives of all participating organizations, as
well documentation and evaluation.

Leadership support initiatives could benefit many community-based groups; they might include
the following:

® Technical assistance for leadership development in such areas as planning, curriculum
design, implementation, and documentation; such efforts could have valuable by-products
including development of a network of peer experts, a resource library, and documentation of
leadership models.

® A computerized leaders database and “matching” initiative including a regularly updated
database of graduates of area immigrant and refugee leadership programs, a website through
which interested organizations could access profiles of the immigrant and refugee leaders, and
active outreach and matching efforts to help such leaders join boards, committees, and
commissions and find jobs in nonprofit organizations.

® Mentoring through a citywide or neighborhood-based program that brings together
immigrant and refugee leaders with mentors who have experience in leadership development and
specific topic areas such as organizing, community advocacy, and nonprofit management.

® Interpretation equipment and training to help organizations that need to provide
interpretation for bilingual or multilingual groups of refugees and immigrants; the Foundation
could provide grants to several organizations to purchase such equipment, take responsibility for
housing and lending it, and perhaps arrange for training on the effective use of interpreters in
training.
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¢ Program evaluation, not only to assess funded leadership projects, but also to make possible a
broad-based evaluation similar to the Kellogg Foundation evaluation of its grassroots leadership
program, with the addition of a longitudinal component to determine the current status,
affiliations, and community involvement of leaders who received training through funded
projects.

Each of these leadership program options would increase and enhance leadership development and
the exercise of leadership among immigrants and at the same time benefit the broader Boston community.

MOSAICA recommends that in implementing any of these recommendations for leadership programs,
the Foundation:

® Commit to funding projects for at least three and up to five years, based on an annual review of
progress and performance;

® DPut out a request for proposals (RFP) and select one or more grantees on a competitive basis;

® Do broad outreach to make the RFP widely available to current grantees and other
organizations;

® Encourage collaboration among organizations to develop joint leadership programs where
appropriate;

¢ Include in its selection process not only review of written proposals but also oral presentations,
so that the quality of the model can be determined regardless of the organization’s proposal-
writing skills;

® Make provision for technical assistance and for internal documentation and external evaluation
of its leadership grants;

®  Where appropriate, integrate leadership efforts with the Foundation’s community organizing
initiative, encouraging community organizing applicants to include a grassroots leadership
component as part of their organizing efforts; and

¢ Consider and investigate partnering with other foundations to support immigrant and refugee
leadership-building efforts. For example, the Boston Foundation may be interested in jointly
supporting a leadership initiative, and the Ford Foundation has an interest in supporting
technical assistance to immigrant- and refugee-led organizations.
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Appendix A:

Immigrant and Refugee Leadership
Project:

Questions to Guide Discussion

The Organization’s Leadership Development Activities

[These questions focus on the organization and should be asked of staff and board members. The questions
address formal and informal efforts within the organization to provide opportunities for immigrants and
refugees to develop and exercise leadership. We are interested in leadership development for staff, board,
volunteers, and other individuals within the community.]

1. How does your organization define community leadership?

2. To what extent is developing immigrant and refugees as leaders — and providing them
opportunities to serve in leadership roles — part of the mission of the organization?

3. How does the organization identify, recruit, and involve current or potential leaders?

4. Please tell us about any formal or structured programs you use to help develop immigrant and
refugee leadership among staff, among board members, and/or among volunteers. Include
programs you run or co-sponsor, and programs to which you refer people. (Probe for structure,
resources, methods or models, relationships.)

5. Please tell us about any less formal approaches you use to help develop such leadership among
staff, among board members, and/or among volunteers.

6. What have been your greatest successes in developing immigrant and refugee leadership?

7.  What have been your greatest problems or challenges in developing immigrant and refugee
leadership?

Views about Leadership Development

[These questions go beyond the organization to address individual and organizational views about
opportunities for and barriers to leadership development among immigrants and refugees. Ask staff and
board members these questions; also ask these questions of staff of leadership programs.]

1. What do you see as the major barriers to leadership development of immigrant and refugee staff,
board members, and/or volunteers of community-based organizations in Boston? Please
describe these batriers from your own and from the organization’s experience. (Probe to learn
about personal and family factors, cultural factors, societal or organizational views and attitudes,
organizational capacity and resources.)

2. What do you see as the major challenges or difficulties that discourage immigrant and refugee
leaders from becoming or remaining involved in nonprofit organizations in the Boston area — as
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staff? as board members and volunteers? What approaches can help overcome these challenges
and help them become and remain involved?

3. Tell us what you have learned about models or approaches to leadership development that are
valuable and appropriate for immigrant and refugee leaders (overall and for those from particular
ethnic or nationality groups)?

4. How important are immigrant- and refugee-led nonprofit organizations in helping to develop and
support immigrant and refugee leaders? Explain.

5. What are the benefits and limitations of leadership development efforts that target individuals
versus efforts that target the organizations where they work or serve as volunteer leaders?

6. How valuable are leadership models based on convening groups of leaders — from one or
multiple nationality groups — for training, networking, and/or problem solving? Explain.

7. Please identify any specific leadership programs or approaches in the Boston area that you feel
can help develop and sustain immigrant and refugee leadership.

8. What specific recommendations would you like to make to a grantmaker like the Hyams
Foundation for action to support immigrant and refugee leadership development?

Leadership Program Description

[If an organization runs a leadership program, or if the organization or one of its leaders has direct experience
with a formal, structured, leadership program that trains immigrant or refugee leaders, ask these questions to
obtain a detailed description of the program. Also use these questions with staff of leadership programs.]

1. Please describe the leadership program. What is its focus and purpose? How is it structured?
How long does it last? What approaches does it use? In what language(s) is it conducted?

2. About what proportion of participants in this leadership program are immigrants or refugees?
People of color?

3. How does the program recruit and select participants? To what extent does it target individuals
employed by nonprofit organizations? volunteer leaders of nonprofit organization? Is
community service or volunteering with a nonprofit organization one of the expectations or

requirements of the program?

4. What aspects of this leadership program are particularly appropriate for immigrants and
refugees? Why? What aspects are not appropriate, and why?

5. Would you recommend this leadership program to immigrants and refugees? Why or why not, or
under what conditions?

6. What lessons does this program offer regarding how to support and sustain immigrant and
refugee leadership within the nonprofit sector?

7. Please tell use anything else we should know about the program.
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Appendix B: Matrix of Leadership Programs and/or Models

Type of Leadership Geographic Focus/Group Examples Advantages & Disadvantages &
Program and Organization | Scope & Target Strengths Weaknesses
Group

INTERNAL LEADERSHIP DEVELOPMENT (ORGANIZATIONAL “INREACH")

Staff Leadership

Development: Immigrant- or

Refugee-Led Organizations

Staff at all levels, or
management staff
of a single
organization; may
be neighborhood-
based or citywide in
service scope

Training integrated
with the
organization’s work,
to help develop
management skills,
prepare future
organizational leaders

VietAID (Boston, MA): Participates in
a staff and organizational development
project sponsored by the
Neighborhood Development Support
Collaborative.

Alianza Dominicana (New York ,
NY): Employs a “Service Integration”
model that divides staff into four cross-
program teams which serve to help
staff develop a better understanding of
and experience in administration and
management; break down barriers
between programs and between the
board and staff; and facilitate problem
solving.

Tenants and Workers’ Support
Committee (Alexandria, VA): Works
to develop staff and capacity by
visiting (or receiving) other
organizations and learning from their
experiences.

- Prepares staff to handle
program work, management
, and visioning

- Provides opportunities for
peer learning

- Provides opportunities for
staff to learn from practice
and experience

- Time consuming and
means staff take time
away from program work
or donate their time

- Requires resources

- Requires planning to
address needed skills, and
knowledge level among
participating staff (so the
effort is not a waste of
time)
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Development: Mainstream
Organizations or Coalitions:
Non-immigrant-led, may be
minority-led;

local in focus; may
be neighborhood-
based or citywide in
service scope;
immigrant and
refugee staff of a
single organization

immigrant and
refugee staff of
mainstream agencies
to increase the
capacity of the
agencies to serve
these populations

MA): With help from United Way, the
organization is developing its capacity
to evaluate its programs. Two staff
members currently being trained on
evaluation procedures and working to
teach other staff.

Mary'’s Center for Maternal and
Child Care (Washington, DC): special
grant plus partnership with a university
hospital helped make possible a wide
range of staff training opportunities,
from English classes to certificate
programs for program staff.

immigrant/refugee-focused
programs

Type of Leadership Geographic Focus/Group Examples Advantages & Disadvantages &
Program and Organization | Scope & Target Strengths Weaknesses

Group
Staff Leadership Not necessarily Training for Mujeres Unidas en Accion (Boston, | - Provide models for - Not immigrant specific

- Usually not conducted in
native language (i.e.,
depends on English-
language capacity)

Board of Directors
Training/Leadership
Development: Immigrant/
Refugee-Led Organizations

Board of a single
organization; may
be neighborhood-
based or citywide in
service scope

Development of board
leadership capacity
through training
sessions and
opportunities to
exercise leadership

Tenants and Workers’ Support
Committee (Alexandria, VA):
develops board capacity by visiting (or
receiving) other organizations and
learning from their experiences.

- Provides opportunity for
peer learning

- Provides opportunity to
learn from practice and
experience

- Often funded through
general support funds

- Takes time away from
program work

- Depends on
organization’s ability to
network and develop
relationships with other
organizations
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Type of Leadership
Program and
Organization

Geographic Scope &
Target Group

Focus/Group

Examples

Advantages &
Strengths

Disadvantages &
Weaknesses

EXTERNAL LEADERSHIP DEVELOPMENT (ORGANIZATIONAL "OUTREACH")

Service-focused Client

Empowerment: Immigrant/

Refugee-Led or Mainstream
Organizations

Usually
neighborhood-
based with
immigrants or
refugees who
receive services
from organization
(but may be
citywide or
regional)

Service Provision with
emphasis on
Individual
empowerment:
provision of services
that encourages
individuals to take on
leadership roles in
community

- Activities clients
become involved in
can vary and may or
may not include
activism at the level
of advocacy or
organizing

- Organizations
provide services, but
do not necessarily
define themselves
primarily as service
providers.

- Services provide a
point of departure
from which leaders
are developed

Mujeres Unidas en Accion
(Dorchester, MA): Strong emphasis on
volunteering and mutual assistance.
More experienced students get
involved in design and implementation
of programs, as well as board of
directors.

Immigrant Workers’ Resource
Center (Boston. MA): The Women'’s
Leadership Program, which will enter
its fifth year, uses the promotoras
model to teach women about
occupational hazards such as exposure
to chemicals and repetitive stress
syndrome. Participants act as peer
educators in workplace, take part in
collaborative work with other agencies,
and have helped organize workers
facing difficult labor conditions.

- Individual empowerment
can be effective for groups
that want to focus on service
delivery as their primary
activity

- Helps to address
immediate community needs
(food, job skills
development, education,
etc.).

- Can be a first step in
raising individuals’
awareness of community

- Service volunteering can
help create ties among
community members, and
combat isolation.

- Service focus may give
clients who do not want to
become politically active the
opportunity to develop
leadership skills

- Addresses two issues
simultaneously: immediate
or survival needs and
community leadership skills
- Can develop leaders that
organize to create long term
strategies for change.

- Does not always develop
leaders focused on change
- May not educate clients
about their rights (human,
labor, legal) which can
serve both to help them
with survival as well as
giving them tools with
which to educate their
community

- May place emphasis on
individual and not on
community as a possible
force for creating lasting
change

- If done effectively, can
be very time consuming

- Requires connections
with community

- Many factors may affect
result of efforts; the
organization. cannot
always control

- Communities may not
always respond in a
predictable manner

- Funding issues (some
organizations brought up
that funders do not really
understand the difficulties
of developing leaders).

- Requires taking the time
for residents to learn
necessary skills
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Type of Leadership
Program and Organization

Geographic
Scope & Target
Group

Focus/Group

Examples

Advantages &
Strengths

Disadvantages &
Weaknesses

Medi-Cal insurance program. Identifies
and trains community members to
become promotoras and conduct
workshops in their neighborhoods.

Volunteer/Member
Leadership Development:
Immigrant/Refugee-Led or
Mainstream Organizations
lient/ Community Resident
“Popular Education” or
Community Building
Program: Immigrant/ Refugee-
Led or Mainstream
Organizations

Immigrants or
refugees who
organizational
volunteer or
members; may be
based in a
neighborhood or
citywide

Development of
volunteer or member
leadership capacity
through training
sessions, participation
in committees, and
other opportunities to
exercise leadership

VietAID (Boston, MA): Develops
resident leader capacity to serve and
give them opportunity to exercise
leadership through participation in
organizing committees. Also runs a
Community Organizing Initiative
focused on building local Vietnamese
leadership and increasing Vietnamese
participation in community building.

Dudley Street Neighborhood
Initiative (Boston, MA); East Boston
Ecumenical Community Center
(Boston, MA); Alianza Dominicana
(New York, NY); Asian Immigrant
Woman Advocates (Oakland, CA); &
Tenants’ and Workers’ Support
Committee (Alexandria, VA):
Organizations which actively involve
community residents and/or
organizational members in their
programs to develop and exercise their
leadership skills. These organizations
involve constituents in their board of
directors and have a solid record of
hiring people from the community they
serve.

- Provides direct mechanism
for residents or members to
develop and exercise
leadership skills

- Provides opportunity to
make organizations more
visible and issues more
widely understood in their
communities

- Provides organizations with
mechanism to get more
work done without having to
hire more staff

- Requires staff time to
supervise, coordinate,
and/or train volunteers

- Depending on the
experience level of
volunteers, there may be
issues of quality control.
It is important to carefully
gauge what role
volunteers will play in the
organization
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Type of Leadership

Geographic

Focus/Group

Examples

Advantages &

Disadvantages &

Program and Organization | Scope & Target Strengths Weaknesses
Group
Multicultural Leadership Recent refugees Education/training to | Allston-Brighton Healthy Boston - Recruits potential leaders - Takes time

Training for Residents:
Multicultural or Mainstream
Organizations

and immigrants
from a specific
neighborhood;
individuals from
many different
countries, ethnic
and language
groups

meet individual needs
and prepare
individuals to be
community activists
and volunteers

Coalition — LINCS Program
(Boston, MA): A nine-month, tuition-
free multicultural training with classes
of 15-20 people taking place three
times a week and an 18-hour
community involvement component.
Recruitment is done through ESL
classes and other programs. As part of
programs, participants practice English
language and public speaking skills
and design a community project.
Mentors are key to the program.

Dudley Street Neighborhood
Initiative (Boston, MA): Leadership
Development Committee and Resident
Development Institute; programs to
foster leadership and document
leadership development among local
residents (in formative stage).

through contacts with
community service provision
or community meetings

- Make a point to be
convenient in location and
time, providing child care or
in some cases a stipend to
defray costs of attending

- Committed staff or
volunteer mentors who take
the time required to develop
leadership skills among
participants

- Uses skills developed by
one group of residents to
train a subsequent group

- Provides opportunity for
immigrants and refugees of
one background to see that
other immigrants and
refugees face similar barriers
- Provides opportunities for
immigrant leaders to learn
from leaders from other
immigrant backgrounds have
already accomplished

- Systematic learning
experience designed to
develop leadership skills

- Documentation of process
(in DSNI's case) provides
resources for other agencies
to model.

- Requires common
language (usually English)
or technology that
facilitates simultaneous
interpretation to ensure
full participation across
immigrant/refugee
backgrounds

- Takes financial and
planning resources
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Residents from One
Nationality or Language
Group: Immigrant/
Refugee/ or Minority-Led
Organization

and immigrants of a
single nationality or
language group,
often from a single
neighborhood or
constituency

advocacy work to
enable a specific
population or
subgroup (e.g., Latino
parents) to become
activists

MA): Citywide program providing
leadership training to parents across
school districts. Works to building
capacity and self-confidence among
parents to advocate for their children.
Emphasis on specific schools.

Hispanic Office of Planning and
Evaluation’s Proyecto PLAN
(Jamaica Plain, MA): Citywide, Spanish
language one year program designed
to support emerging Hispanic leaders;
provides advocacy and organizing
skills-building to grassroots activists
[NOTE: program is no longer
operating].

Mujeres Latinas en Accion
(Chicago, IL): Dual-phased leadership
program for low-income Spanish-
speaking women. First phase focuses
on self-empowerment; second phase
builds on this and offers advanced
training in community activism. Both
phases include theory and practice,
support participants’ involvement in
long-term community projects, and
encourage women to serve as
community resources and advocates.

Center for Hispanic Policy and
Advocacy (Providence, RI):
Community Leadership Development
Initiative provides information and
leadership skills to local Hispanic
community through two programs. The
first is geared toward Hispanic women
without leadership positions, focusing
on empowerment and community
advocacy skills; the second targets
active community leaders to enhance
their leadership skills and effectiveness
as community organizers.

refined with time, to match
community needs

- Provides space for
development of leadership
skills in one’s own language
and culture

- Uses skills developed by
one group of residents to
train a subsequent group

- Systematic learning
experience designed to
develop leadership skills

Type of Leadership Geographic Focus/Group Examples Advantages & Disadvantages &
Program and Organization | Scope & Target Strengths Weaknesses

Group
Leadership Training for Recent refugees Training and Latino Parents Association (Boston, | - Curriculum developed and | - Important to really know

community needs and
level of knowledge to
avoid inappropriate
programs

- Requires consistent
attendance which may be
harder for working people
- Does not provide
opportunity for working
across languages and
cultures
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Type of Leadership Geographic Focus/Group Examples Advantages & Disadvantages &
Program and Organization | Scope & Target Strengths Weaknesses
Group

Laotian Organizing Project
(Richmond, CA): Structured leadership
development program which trains
Laotian youth on community-focused
research for advocacy techniques.

Participants identify and document
community issues, and organize to
conduct advocacy campaigns.
Although the project focuses on youth,
it could be successfully replicated
among adults.

Asian Immigrant Women
Advocates (Oakland, CA): Leadership
Development Program uses
“Community Transformational
Organizing Strategy” through which
women progress from becoming more
aware about their community to
providing literacy/citizenship classes to
developing training materials to
sponsoring and implementing
committee meetings to conducting the
research and outreach for broader
organizing.

MosAIcA for the Hyams Foundation Page 37




uolepuno sweAH ayl 10} VOIVSON

uonedned

Jwi Aew uonedoT -
SHOYD paseq
-Ajunwwod ueyy a|qixald
ss9| aq Aew sweuboud -
palinbau

S|IDis ysi|bu3z pooy -
(44e15 Jo1uas

‘s1jeyo pJeoq *6-9) smyeys
Jaybiy 4o uopeonps asow
yum syuedidnted Joae)

slaulely
Jo 9buel apim 03 Ssad0e

dABY USYO SJosuods -
sdnoJb Ayjeuoneu
‘spooyloqybiau ssooe
2oualiadxa pue uoiewlIojul
Jo buieys Joj ssniunpoddo -
S)paJtd ajenpesb ‘a3ed1yud

‘SalliAIde |, pIaly,, pue

bujuiely oiwspede bujuiquod welboid
91eolIMD dIPRId Alunwiwo)

pue diysiopea JesA ojwspede sauo

e Se palnjon.isal pue pazijeuonninsul
u99q sey !(sweuboid pajejps und
sasndwed syasnydesse|y JO AJISIaAluN
OM} J310) U03sog - SNISNYdesse|y JOo
AISISAIUN U] JO SADIAIBS AJIUNWIWO)

siaquiaw pieoq
J10 }je1s — siapes)
|euoneziuebio

Aew ssa204d U0IIIDJBS - apinold ued sweuboud pue 21qnd jo 269)j0D ay3 Jo afoud IR OUM S Ajssoniun/ab9)0D

paseqg-AjSIaAlun pajeljige -AjsiaAlun - e mou “Juswusmodw3 pue diysiopes sjuswubisse | aabnjai/sjuelbiiw] 10 uonezjuebiO wealjsuiely

S| weiboud 1 paywi| snyels/aimels sapinold Ajunwwo) asbnjay pue juesbiuiwi Ajunwwod 1319b4e] isiapean |euoneziuebio

9q Aew ndur Aunwwo) - Josuods pajoadsay - 104 123ud) 3y (VI ‘ucisog) I1DUID pue sdoys)Iop welboud spimAD doj Bujuled] diysiapea
dno.iy

SOSSOUYBIM syibuans 19bue] ® adoog | uoneziuebip pue weiboid

R sabejueapesiq R sabejuenpy sojdwex3z dno.ig/snoo4 oiydesboar) diysiopea jo adA L




Appendix C: Bibliography

1. Primary References

The following materials were reviewed for this study.

Arnold, Ric, et al. Educating for a Change, Between the Lines. 394 Euclid Avenue, Toronto, ON M6G 259, Canada 1991

Consensus Organizing Institute, The Consensus Organizing Model. Boston: Consensus Organizing Institute, posted on
Internet, December 1999 (http://www.cpn.org/COI/coi_model. html).

Cumming, lan, What is Action Learning? IFAL, Department of Management Learning, Lancaster University, Lancaster,
United Kingdom. Posted on Internet, July 1999 (http://www.mentat.co.uk/park/ifal/whatisal.htm).

Davis, Marco, Vivero, Mauricio, Elements of an NCLR Leadership Program, Hispanic Leadership Bulletin, National
Council of La Raza, Vol. 2, Number 2, Summer 1994

Ford Foundation, informal e-mail discussions and perspectives on leadership provided through
the Foundation’s immigrant leadership listserv, March - December 1999. Included are individual leader
discussions and responses to questions about leadership and leadership development posed by Taryn Higashi,
Program Officer, Refugee and Migrant Rights and Policy.

Freire, Paulo, Pedagogy of the Oppressed, Continuum. New York, 1993.
Goldfarb, Emily, Petsod, Daranee, I"OICE Research Findings, Chicago, 1999 [unpublished]
Hyams Foundation, Inc., Report on 1997 Grants, Boston, 1997

Lopez, Cristina and Flusberg, Yael, Replication Guide for the Latina 1eadership Program, A Project for Mujeres Latinas en
Accion, Chicago, Illinois. Washington, D.C.: MOSAICA for Hispanic Leadership Development Support Initiative,
National Council of La Raza, 1997 [unpublished].

Mackenzie, Liz, On Our Feet: Taking Steps to Challenge Women’s Oppression: A Handbook on Gender and Popular Education
Workshops. South Africa: University of the Western Cape, Centre for Adult and Continuing Education (CACE),
1993.

The Management Assistance Program for Nonprofits, Theory Bebind Leaders Circles. St. Paul, Minnesota: The
Management Assistance Program for Nonprofits. Posted on Internet, July 1999
(http:/ /www.leaderscircle.org/ theory.htm).

McKay, Emily Gantz, Chanthasiri, Chantala, and Naranjo, Diana, Evaluation of the NHLI National Leadership Program.
Washington, D.C.: MOSAICA for National Hispana Leadership Institute, 1997 [unpublished].

McKay, Emily Gantz, How to Develop Leadership Programs for Latinos: Lessons from the NCLR Hispanic 1eadership
Development Support Initiative. Washington, DC: MOSAICA for National Council of La Raza, 1997.

McKay, Emily Gantz, Replication Guide for Proyecto Plan: Poder Latino Action Network, A Project of the Hispanic Office of

Planning and Evaluation, Inc, Boston, Massachusetts. Washington, DC: MOSAICA for Hispanic Leadership
Development Support Initiative, National Council of La Raza, May 1996 [unpublished].

MosAICA for the Hyams Foundation Page 39




Miller, Roberta, Morris, Marsha, Shelton, Mary, Healthy Boston Evaluation: Final Report. Boston: Office of Community
Partnerships, Healthy Boston, May 1996. Posted on Internet, December 1999
(http:/ /www.cpn.org/sections/ topics/community/
stories-studies/healthy_boston_evall.html).

Popular Education Index, “Popular Education” (http://www.flora.org/mike/poped/index.html).

W.K. Kellogg Foundation, Grassroots Leaders: Growing Healthy and Sustainable Communities. Battle Creek, Michigan: W.K.
Kellogg Foundation, April 1999. Posted on Internet, December 1999
(http:/ /www.wkkf.org/publications/grassroots_521.htm).

W.K. Kellogg Foundation, Leadership in the Making: Impact and Insight from Leadership Development and Programs in U.S.

Colleges and Universities. Battle Creek, Michigan: W.K. Kellogg Foundation. Posted on the Internet, August 1999
(http:/ /www.wkkf.org/Publications/LeaderMaking/default.htm)

2. Supplemental Resources

The following materials have been reviewed by the study team but were not used specifically for this report.

Ambherst H. Wilder Foundation, Wilder Research Center, Collaboration: What Makes It Work, St. Paul, Minnesota: the
Wilder Foundation. (53 pages, $11.95). Available from the Foundation: 919 Lafond Avenue, St. Paul, MN 55104-
2198, phone (612) 642-4025, fax (612) 642-2061.

Bobo, Kim, Kendall, Jackie, and Max, Steve, Organizing for Social Change. Washington, D.C.: Windsor Locks Press,
1991.

Burghardt, Steve, Organizing for Community Action. Thousand Oaks, California: Sage Publications, 1982.
Catt, Stephen E., and Miller, Donald S., Supervision: Working with Pegple Boston: Irwin 1991.

Diaz, Catlos, and McClure, Robert, eds., Multicultural Education for the 21st Century. Washington, DC: National
Education Association (Contact: National Education Association, 1201 16th Street, NW, Washington, DC
200306, telephone (202) 833-4000).

Dyer, Delwyn A., and Williams, Oscar M, “Developing Local Community Leaders”. Blacksburg, Virginia: Virginia
Polytechnic Institute and State University Center for Volunteer Development Posted on Internet February 1994
(http://www.ext.vt.edu/lvd/leaders).

Hamaker, Mary Lou Nava, Leadership Skills for Migrant Parents. Downey, California: Los Angeles County Office of
Education, 1986.

Imel, Susan, Guidelines for Working With Adult Learners. Columbus, Ohio: ERIC Digest Number 154. (Contact: ERIC
Clearinghouse on Adult, Career, and Vocational Education, 1900 Kenney Road, Columbus, OH 43210-1090,
telephone (800) 848-4815).

Jaques, Elliott, and Clement, Stephen, Executive Leadership: A Practical Guide to Managing Complexity. Arlington, Virginia:
Casan Hall, 1991.

Kretzman, John, and McKnight, John, Building Communities from the Inside Out: A Path Toward Finding and Mobilizing A
Community’s Assets. Chicago, Illinois: ACTA Publications, 1993. (Contact: Neighborhood Innovations Network,
Center for Urban Affairs and Policy Research, Northwestern University, 2040 Sheridan Road, Evanston, 1L
60208, telephone (708) 491-3518, fax (708) 491-9916).

Mosaica for the Hyams Foundation Page 40




MOSAICA, Starting Strong: A Guide to Pre-Service Training. Washington, D.C.: Corporation for National Service, 1996. See
especially chapter on leadership development. (Available from National Service Resource Center/ETR
Associates, PO Box 1830, Santa Cruz, CA 95061, telephone (800) 860-2684 or (408) 438-4060, fax (408) 438-
3618, e-mail ian(@ett-associates.org).

Nelson, Lynda A. et al., Volunteerism: A Manunal for Implementation. Greenville, North Carolina: East Carolina University,
1986.

*Yukl, Gary, Leadership in Organigations. Englewood Cliffs, NJ: Prentice Hall, 19

Mosaica for the Hyams Foundation Page 41







