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Servant Leader Chair for the UW-Madison College of Engineering

The Suzanne and Richard Pieper Family Foundation endowed a servant leader chair position at the
UW-Madison College of Engineering in the fall of 2008. The mission of the chair is to “help prepare future
leaders in their chosen fields to live lives of service to others by teaching and exemplifying character and
moral values. Their examples and actions will lift up society, enrich organizations and communities, and
have a positive effect on the least privileged.”

The current chair is Greg Harrington, who also serves as associate department chair for the
Department of Civil and Environmental Engineering and is responsible for oversight of the department’s
undergraduate program of over 400 students. Greg also teaches and conducts research in the area of
drinking water engineering, which has given him opportunities to serve local communities with their
drinking water needs and to help students perform drinking water development projects in developing
countries. For these efforts, Greg was awarded the Ragnar E. Onstad Award for Service to Society in May
2015 and the Harvey Spangler Award for Innovative Teaching and Learning Practices in March 2020, both
from the College of Engineering. He was also honored as the 2019 “Partner of the Year” by UW-Madison’s
Center for Leadership and Involvement for his collaboration on the Multi-Institutional Study of Leadership.

Greg works closely with a Servant Leadership team to support the implementation of programs
furthering the Foundation’s mission. Mark Kueppers has been collaborating with the team since 2014.
Although he no longer has a formal appointment with the College of Engineering he has been instrumental
in helping the chair with assessment efforts, particularly with the Multi-Institutional Study of Leadership
(MSL). Mark continues to serve as the Director of UW-Madison’s Center for Leadership and Involvement,
overseeing the direction and vision of the center. Mark has been integral in helping to provide campus
insight and connections to the Pieper Chair.

Also assisting the team this year have been Barb Kautz and James Yonker. Barb is the Assistant
Director of Leadership Development at UW-Madison’s Center for Leadership and Involvement and James
is a member of the Research and Data Management group in UW-Madison’s Division of Diversity, Equity,
and Educational Achievement.

New to our team this year is Paige LaPoint, Director of Student Organizations and Leadership
Development in the College of Engineering. The Engineering Student Development office advises the 55+
registered engineering student organizations, providing student leaders with the leadership training, support
and resources necessary to implement quality programs and events. The office also assists student
organizations with special event planning, budgeting and financial oversight, organizational development
and more. In addition to her student organization oversight, Paige has been instrumental in creating the
new Emerging Leaders in Engineering program for the college and in helping us reinvigorate the leadership
education activity that was suspended in 2018-19. We are thankful to have Paige join us and we enjoy the
energy she puts into leadership development for our students.

We are pleased to provide the Pieper Family Foundation with this annual report summarizing our
activities through August 2020 and our goals for Academic Year 2020-21. The report is organized in
accordance with the criteria set by the foundation to conduct its annual evaluation. We have also included
specific information identifying how the funding provided for the Servant Leader Chair has made an impact.
We look forward to receiving feedback from the foundation on our activities and to continuing our work
into the coming year.
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Criterion 1 — Outcomes Baseline Data
Typical Thinking that Goes into Evaluating the Criterion

“The servant leader chairs, with the exception of one, established this criteria before the chair
was awarded, expressed in the form of a graph. In all cases this has been done through standard
student surveys that the school was already conducting. From those surveys, questions were
selected that represent the values, characteristics, actions, and involvement of someone
representative of a servant leader. Institutions were asked to plot this going back five or six years
as a baseline. The document established the database that will then be used in the future. The
alumni portion of this is more elusive and each school has its own unique process. Whatever the
benchmark that is established for the school, it’s compared historically going back as many years
as possible both for the school and their peers in other schools, which is then continued each year
in the future. This is a one-time award.”

Academic Year 2019-20 Progress

As noted in previous reports, we continue to track data in the senior exit survey that is administered
by Skyfactor Inc (formerly Educational Benchmarking Inc). Our baseline data is from the 2007-
08 academic year, the year prior to the one in which the college received the Pieper Family
Foundation award. Our analysis of data since the baseline year is presented in our section on
Criterion 3.

We acknowledge that the Skyfactor survey measures important traits of leaders but does not
directly address the attributes used to describe servant leaders. Thus, we helped fund the campus-
wide and College of Engineering implementation of a survey used by the Multi-Institutional Study
of Leadership. This survey also focuses on leadership knowledge using the Social Change Model
of Leadership development, which has been tentatively mapped to servant leadership. This survey
was administered in 2015 and 2018 with Greg Harrington and Mark Kueppers as co-principal
investigators for the entire UW-Madison study. Please note that we participate in the MSL once
every three years. Our MSL work is described in more detail in our section on Criterion 5.

Academic Year 2020-21 Goals

We will continue with our campus-wide leadership role in MSL for the coming year. Please see
more in our discussion of Criteria 3 and 5.

Criterion 2 — Baseline Acceptance of Servant Leadership

Typical Thinking that Goes into Evaluating the Criterion

“Clear indication that the school is functioning with the qualities of a servant leader,; building
community, listening, awareness, stewardship, conceptualization and foresight, commitment to the
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growth of people and empathy. Displayed in multiple examples of what the school is actually
doing will validate this area. It is not unusual that the institutions that receive the Chair already
have these types of programs underway. If they are of substantive magnitude, both locally,
community, nationally, and internationally, one could expect to receive this one-time award.”

Academic Year 2019-20 Progress

Since our initial report for Year 2008, we have continued to refine our approach, increase our
participation, and expand our involvement across campus in servant-leadership activities. Most
notably, we have advanced from learning about servant-leadership toward a deeper adoption and
commitment to the servant-leader model by aligning it with the broader college and campus
commitments to leadership development. Based on the input of our Servant Leadership team, the
recently developed UW-Madison Leadership Framework highlights specific leadership
competencies and values that are directly connected to Servant Leadership characteristics. These
include, but are not limited, to the following:

Servant Leadership Characteristics UW-Madison Leadership Framework
Awareness Self-Awareness
Persuasion Fostering Bridge-Building & Collaboration
Commitment to the Growth of People | Supporting Learning & Development of Others
Building Community Connection and Community

Most importantly, the UW-Madison Leadership Framework is based on the concept of leadership
as the phenomenon of positive change in an individual, group or community’s beliefs, values or
behaviors. This dovetails with the Servant Leadership philosophy of being in service to others and
not for the purposes of power and authority. Since 2008, we have continued to explicitly integrate
Servant Leadership into programming and courses and we have now helped to support campus by
ensuring that these principles are being addressed on a campus level. Specific examples are further
presented in our section on Criterion 6.

Academic Year 2020-21 Goals

Please see our discussion of Criterion 6.

Criterion 3 — Outcomes Measures Above Demographic Norms
Typical Thinking that Goes into Evaluating the Criterion

Measuring each year what was established in Criterion 1. The baseline data graphs represented
in Criterion 1 are updated, both the peer group and the school. If this is considered qualitative
data in the minds of the foundation, they will receive an award. If the alumni data is missing, the
award will not be made at maximum. If the norms in the institution are reasonably above average,
one can expect a higher level award. If there are things missing, one can expect a lower level.
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Academic Year 2019-20 Progress
Senior Exit Survey

When receiving the Servant Leader Chair Endowment back in 2008-09, we used results from our
senior exit survey to establish baseline performance for Criterion 1. In all of our annual reports
since that time, we have continued to use results from that survey to provide longitudinal analysis
for Criteria 3 and 4. Rather than provide all of the data from that survey for this report, we
summarize and discuss the results of those questions that have relevance to leadership education.
We also provide a comparison of our student perceptions with the perceptions of students at peer
universities.

The senior exit survey is administered by Skyfactor Inc (formerly known as Educational
Benchmarking Inc, EBI) and is taken by seniors at numerous engineering programs across the
nation. This allows us to compare the perceptions of our students with the perceptions of students
at other engineering programs. For each academic year, we receive the mean response for
engineering students from UW-Madison, for engineering students within participating Carnegie
peer group programs (research intensive universities), and for engineering students from all
programs that participate in the exit survey.

We use statistical analysis to determine:

e whether our students’ perceptions are significantly better or worse than perceptions of
students at our peer programs, and
e if our students’ perceptions are improving or declining with time.

Because a change in educational practice will generally take four to six years to be observed in a
senior exit survey, we evaluate the above items over four to six year time intervals.

We selected the following nine questions to analyze for this report:

1. Satisfaction with value derived from team experiences.

. Satisfaction with value of engineering program student organization activities.

3. Satisfaction with leadership opportunities in engineering program extracurricular activities
(Question asked on 2010-2014 surveys) / Satisfaction with the engineering program having
extracurricular leadership activities (Question asked on 2015-2020 surveys).

4. Satisfaction with your fellow students’ ability to work in teams.

5. Satisfaction with your fellow students’ level of camaraderie.

6. Degree that engineering education enhanced ability to function on multidisciplinary teams
(Question asked on 2010-2013 surveys) / I am confident that I can function on
multidisciplinary teams (Question asked on 2014-2020 surveys).

7. Degree that engineering education enhanced ability to understand ethical responsibilities
(Question asked on 2010-2013 surveys) / I am confident that I can understand ethical
responsibilities (Question asked on 2014-2020 surveys).
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8. Degree that engineering education enhanced ability to understand professional
responsibilities (Question asked on 2010-2013 surveys) / I am confident that I can
understand professional responsibilities (Question asked on 2014-2020 surveys).

9. Degree that engineering education enhanced ability to recognize the need to engage in
lifelong learning (Question asked on 2010-2013 surveys) / I am confident that I can
recognize the need to engage in lifelong learning (Question asked on 2014-2020 surveys).

An example of the data is provided in Figure 1 for the third question in the above list: “satisfaction
with leadership opportunities in engineering program extracurricular activities.” This figure shows
our students’ satisfaction with leadership opportunities and compares their mean satisfaction level
with the mean satisfaction level of students at other engineering institutions. The scale on the y-
axis has a minimum value of 1 (very dissatisfied) and a maximum value of 7 (very satisfied). The
remaining data are provided in Appendix A.

Statistical analyses showed that UW-Madison COE students had a significantly better perception
of leadership opportunities at UW-Madison than did peer students of their own institutions. For
the most recent three years, there was a visible upward trend in the data shown in Figure 1.
However, there was no statistically significant improvement or decline in UW-Madison COE
student perceptions of leadership opportunities. A change in survey question for the 2014-15
academic year likely contributed to the observed decline for all three cohorts in that year (see Item
3 above).

When considering the other questions in the same manner, we reached the following conclusions
from the Skyfactor survey:

e Our students had significantly better perceptions of the following items than students at
participating Carnegie peer institutions and at all participating institutions:
o Satisfaction with value derived from team experiences.
o Satisfaction with value of engineering program student organization activities.
o Satisfaction with leadership opportunities in engineering program extracurricular

activities.

o Satisfaction with fellow students’ ability to work on teams.

Satisfaction with fellow students’ level of camaraderie.

o Satisfaction with how engineering education enhanced ability to function on
multidisciplinary teams.

o Satisfaction with how engineering education enhanced ability to understand
professional responsibilities.

o Satisfaction with how engineering education enhanced ability to recognize need to
engage in lifelong learning.

(@)
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Figure 1. Mean level of satisfaction with leadership opportunities in engineering program
extracurricular activities. The x-axis is organized on an academic year basis, so that 2015 refers
to the 2014-15 academic year. The Pieper Servant-Leader Chair at the UW-Madison College of
Engineering began in the 2008-09 academic year. A change in survey question for the 2014-15
academic year likely contributed to the observed decline for all three cohorts.

Multi-Institutional Study of Leadership

As noted in Criterion 1, UW-Madison students participated in the MSL survey in 2015 and 2018.
Because this continues to be a new initiative for our team, we describe this activity in more detail
in our section on Criterion 5. Furthermore, because the MSL survey provides more relevant
information for the mission of the Pieper Chair, we have dropped using data from the National
Survey of Student Engagement (NSSE) as an assessment tool for leadership outcomes.

Academic Year 2020-21 Goals

As noted in our section on Criterion 5, we will continue to participate in the MSL with the UW
Center for Leadership and Involvement and the UW Division of Diversity, Equity, and Educational
Achievement to further dissect the data and better understand how our engineering students
compare to the general student body. Once the MSL 2021 data are processed in 2 to 3 years, this
will transition from an initiative to a routine assessment measure.
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Criterion 4 — Outcomes Measures Phenomenally Above Demographic Norms
Typical Thinking that Goes into Evaluating the Criterion

If Criterion 3 is profoundly above the norms and a result of the program indicates that they are
continuing to track in that way, you can expect awards at this level. For example, on a scale of 1-
10, a typical peer institution might be a 4 or 5. A typical institution that would have been
considered for a chair might be a 6. Phenomenal performance might be an 8 or a 9. We would
expect eventually most of the institutions will be tracking at a 9, which would tend to maximize
this award.

Academic Year 2019-20 Progress

The primary distinction between Criteria 3 and 4 is whether outcomes measures are above
demographic norms or phenomenally above demographic norms. In our section on Criterion 3,
we described how our students perceive our college relative to how other students perceive their
colleges. While we have shown that our students perceive items such as leadership opportunities
to be above demographic norms (Criterion 3), we defer to the foundation’s judgment on whether
these perceptions are phenomenally above demographic norms (Criterion 4). As an example, the
Skyfactor database used for Criterion 3 is based on a scale of 1 to 7. Converting this to a scale of
1 to 10, our Year 2019-20 scores were in the range of 7.5to 9.1, an improvement above our Year
2007-08 scores of 7.1 to 8.0. For comparison, our peer institutions’ students had perceptions
ranging from 6.8 to 8.1 in the baseline year and from 6.9 to 8.7 in Year 2019-20. While our scores
are certainly at or near the level of 8 noted by the foundation for Criterion 4, the peer institution
averages are also significantly higher than the 4 to 5 range noted for Criterion 4.

Academic Year 2020-21 Goals

As noted above, the primary distinction between Criteria 3 and 4 is whether outcomes measures
are above demographic norms or phenomenally above demographic norms. Thus, our goals for
Criterion 4 are similar to those already stated for Criterion 3.

Criterion 5 — Breakthrough Venture Promising New Beginnings in Acts of Goodness
Typical Thinking that Goes into Evaluating the Criterion

We are attempting to encourage the institution, its faculty and student body to think beyond their
envelope, searching for new ways of networking and collaboration, whole new approaches to
enrichment and effectiveness. This is not about ideas, it is about validated actions. If those actions
include the institution, the community it lives in, the world it lives in nationally and internationally,
and they are phenomenally above it or have exhibited a breakthrough and others are following,
this would be a max award. If they have something that is really promising and covers all those
areas, it might be on the lower end of the scale. An activity that has some promise will likely
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receive a rating of “1” while an activity that is transformational or systemic will likely receive a
rating of “3.” An activity that is both transformational and systemic — the ideal synergistic
nurturing — may receive a rating of “5.”

Academic Year 2019-20 Progress

In 2019-20, we continued to advance our work by supporting leadership efforts that focused on
transformational and systemic change. The primary accomplishments we report below are: 1) the
hiring of a new Director of Student Organizations and Leadership Development by the College of
Engineering, 2) campus and College of Engineering participation in the Multi-Institutional Study
of Leadership, and 3) our continued participation in the summit of the Big Ten Leadership
Educators Network.

Director of Student Organizations and Leadership Development

Paige LaPoint was hired to serve as the College of Engineering’s Director of Student Organizations
of Leadership Development for the 2019-20 academic year. Paige’s time is approximately 50%
in student organization activities and 50% in leadership development activities, although there is
considerable overlap in these roles. Focusing on her leadership development activities, Paige
accomplished the following in her first year:

e Created COE’s first formal leadership development program, titled “Emerging Leaders in
Engineering”. This program is partnered with the Leadership Certificate program
(https://cfli.wisc.edu/leadership-certificate-info-packet/) offered by the university’s Center
for Leadership and Involvement. Appendix B contains a summary of Paige’s first-year
work and includes a short description of this program.

e Worked with the Servant Leader Chair to create a new upperclassmen course titled
“Applied Leadership Competencies in Engineering.” This required a significant
administrative lift — creation of a proposed syllabus and a course proposal in the
university’s course proposal system, followed by approval from multiple campus units.
Paige is offering the course for the first time in Fall 2020. The course syllabus is provided
in Appendix C.

e Partnered with UW-Madison’s UniverCity Alliance and the Servant Leader Chair to
include two community-based projects as part of the new course. The projects include an
evaluation of autonomous transport implementation for Brown County and improving
career exploration opportunities for students in the Adams Friendship School District.
Appendix C also contains the scope of services for each of these projects.

e Worked with the Servant Leader Chair to reinstate funding for students and student
organizations to lead service-learning or community outreach projects that “lift up society,
enrich organizations and communities, and have a positive effect on the least privileged.”
Funded projects are aligned with the Pieper Family Foundation belief that human goodness
is not simply innate; it requires action and service to others; and that character is inspired
and facilitated in cultures, organizations, and families by and through the example of
enlightened leadership. Reports from three funded projects are provided in Appendix D.
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e Joined the UW-Madison task force for the Multi-Institutional Study of Leadership. Paige
has already implemented recommendations from the task force report into her leadership
course and program.

e Developed a network of young alumni to serve as mentors for students in the emerging
leaders program.

Multi-Institutional Study of Leadership (MSL)

As we have previously reported, the MSL is an international research program focused on
understanding the influences of higher education in shaping socially responsible leadership
capacity & other leadership related outcomes (e.g., efficacy, cognitive skills, and resiliency).
Beyond a research program, the MSL is an international movement toward more effective,
evidence-based college student leadership development, and results can be evaluated with other
leadership models in mind (including Servant Leadership, see Figure 2). More than 80 institutions
of higher education have participated in this study.

AUTHENTIC
LEADERSHIP

TRANSFORMATIONAL RELATIONAL
LEADERSHIP LEADERSHIP
MODEL

SERVANT
LEADERSHIP

Figure 2 — Visual model of the Multi-Institutional Study of Leadership

During the 2019-20 academic year, we successfully completed a full statistical analysis of the Year
2018 survey completed by undergraduate students across campus. Greg Harrington serves as co-
principal investigator for the study, along with Mark Kueppers. Mark is the director for UW-
Madison’s Center for Leadership and Involvement.
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The analysis was documented in a technical report while key findings and recommendations were
summarized in a task force report, several fact sheets, and a webinar attended by more than 60
leadership educators from UW-Madison, Big Ten institutions, and the Milwaukee School of
Engineering. Appendix E includes the task force report and fact sheets. All documents were
posted at the Leadership @ UW website: https://leadership.wisc.edu/research/. Members of the
Pieper Foundation and the Pieper Foundation Board are invited to browse the site.

One key purpose for our participation in the study is to serve as a vehicle for continuous
improvement of leadership education programs at UW-Madison. As noted in the task force report,
one of the key findings was the lack of difference between undergraduate engineering students at
UW-Madison and the rest of the undergraduate population. This allowed the task force to make
recommendations for improvement that applied across the campus these recommendations did not
need to be tailored to specific colleges or schools on campus. As noted earlier, Paige LaPoint has
already adopted some recommendations for her leadership course and her emerging leaders
program.

Big Ten Leadership Educators Network

Greg Harrington continues to work with Big Ten partners to help sustain the participation of peer
institutions in research and continuous improvement efforts via the MSL. The pandemic has
challenged institutions to find ways to fund this effort and continued advocacy will be needed in
the coming year or more of uncertainty.

Academic Year 2020-21 Goals
College of Engineering Center for Education Innovation

In September 2020, the College of Engineering announced plans to create a center focused on
engineering education and innovation efforts. The center is initially proposed to include the
Collaborative for Engineering Education and Teaching Effectiveness (CEETE), the UW
Engineering Grand Challenges Scholars Program, the Pieper Foundation Servant Leadership
Program, the Undergraduate Learning Center, freshmen experiences, capstones, teaching
professors, and more. An associate director will be hired. Donor support will provide up to three
professorships completely focused on teaching and learning. Greg Harrington and Paige LaPoint
have already volunteered to help craft the leadership education component of this initiative and we
will report on new developments in our next annual report.

Multi-Institutional Study of Leadership

Greg Harrington and Mark Kueppers are now serving as the campus-level Principal Investigators
for the 2021 MSL. Our new initiative for 2021 is to survey the entire undergraduate population of
UW-Madison, almost 2.5 times as many students as we have invited to participate in previous
editions. This will help us better analyze the least privileged, most marginalized student
populations on our campus, so that we can ensure effective delivery of leadership education on a
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campus-wide basis. As noted in previous reports to the foundation, after completing participation
in the 2021 and 2024 editions of the MSL, we will likely have enough longitudinal data to replace
the EBI data used for Criteria 1, 3, and 4.

Now that MSL outcomes are mapped to the outcomes of the UW-Madison Leadership Framework,
we will continue our work with the Center for Leadership and Involvement to analyze the data
from that perspective. This will help establish a data-based continuous improvement program for
coordinated leadership education programming. In a similar vein, the new national-level co-
principal investigator for the MSL is Ben Correia-Harker, who is the Associate Director for
Engineering and Innovation Leadership Development at Marquette University. Greg Harrington
will be reaching out to Ben and the other Servant Leader Chairs to develop a more formal mapping
program between MSL metrics and Servant Leadership metrics.

Big Ten Leadership Educators Network

The Big Ten Leadership Educators Network remains committed to meeting annually in an effort
to advance the field of leadership education. The University of Wisconsin has been identified as
the hosts for the next meeting. If the pandemic allows, we will be hosting this event in July/August
2021. Ifthe 2021 event ends up being held by videoconference, we intend to host the 2022 event.
Our next steps in the Big Ten MSL coalition are to work on data analysis and use the results to
assist in identifying priorities for leadership education across the conference.

Criterion 6 — Carrying Out Mission of the Chair
Typical Thinking that Goes into Evaluating the Criterion

This is a follow-up of Criterion 2 and is an annual consideration. Is there a broad range of
deliverable areas with some reasonable quantity of people involved carrying out the mission of
the chair as agreed to and accepted by the institution?

Academic Year 2019-20 Progress

As we discussed at last year’s meeting, we have decided to be more judicious in distinguishing
between initiatives and routine work of carrying out the chair’s mission. We continue to be
involved in several campus-level and college-level activities as follows:

1. Chancellor’s Scholars Program. Dr. Harrington continues to serve as a Chancellor’s
Scholar mentor, designed to increase educational opportunities for academically talented
underrepresented minority students. More information on this program may be found at
http://www.provost.wisc.edu/csp.htm.

2. College of Engineering Student Leadership Center. After our one year hiatus, we
continue to work with student organizations in the SLC to offer financial support (up to a
total of $10,000) for UW-Madison College of Engineering students to lead service-
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learning or community outreach projects that “lift up society, enrich organizations and
communities, and have a positive effect on the least privileged.”

3. Community-Based Involvement in Engineering Classes. We continue to work with
connections at the Morgridge Center for Public Service and the UniverCity Alliance to
bring community-based projects to the Senior Capstone Design course in the Department
of Civil and Environmental Engineering. Over the past year, we have performed projects
for communities in Pepin, Green, Dane, and lowa Counties. We have also partnered with
our Guatemala unit of Engineers Without Borders to work on school and water supply
projects in our freshman engineering class.

Academic Year 2020-21 Goals

We are looking to maintain our Servant Leadership programming opportunities while believing
we can expand these opportunities with a new Education Innovation Center. Paige LaPoint will
also have a year of her work behind her and will continue to engage in community building for
student organizations and in her leadership education program.

Criterion 7 — Servant Leader that Leads at an Element or Segment of our World
Typical Thinking that Goes into Evaluating the Criterion

Is there evidence that a professor in their nurturing locally, community, nation and world is
consistently contributing or leading service model versus the power model? Are there multiple
students participating in that level? Such a critical mass would be considered promising and
obviously if such a leader or professor nurtures someone else who moves into that level, you could
expect the maximum award.

Academic Year 2019-20 Progress

We appreciate the foundation’s work to modify a few words for this criterion in the criteria table.
As requested by the foundation, Greg Harrington and the chairs from MSOE and Ripon will be
prepared for a conversation on this criterion at the meeting on November 4.

Regarding our progress on this criterion during academic year 2019-20, Paige’s implementation
of the Emerging Leaders in Engineering program was accompanied with a system to follow
students and alumni mentors in the years to come. We are confident that the creation of this
infrastructure will provide us with a sound, systematic approach to identifying students and alumni
to highlight for this criterion at this time next year.

Academic Year 2020-21 Goals

We are also confident that the college’s new leadership program will instill and reinforce the
service-oriented values that our students commonly carry forward into their careers. While we
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wish to approach this criterion with some humility, we believe there are a significant number of
our former engineering students who are bringing positive change to the world while exhibiting
the attributes of servant leaders. This belief is reinforced by the large number of students who are
planting the seeds for such service while they are on campus.

We believe we now have the ability to track our students and alumni in ways that our fellow servant
leader institutions do. Paige and Greg will continue to work together to nominate one or more
students in next year’s annual report.

As we have indicated in previous years, we hope to use the Servant Leader Chair endowment to
continue encouraging engineering students to participate in activities that serve underprivileged
communities both locally and in developing countries. Our funding of student projects focused on
providing clean water to impoverished communities and exposing the STEM fields to
underrepresented communities is contributing to positive social change. We look forward to
participating with and supporting our communities in making the world more just and humane.
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Appendix A — Senior Exit Survey Data for Questions Relevant to Leadership Education
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Figure A1. Mean level of satisfaction with value derived from team experiences. The x-axis is organized on an
academic year basis, so that 2015 refers to the 2014-15 academic year. The Pieper Servant-Leader Chair at the UW-
Madison College of Engineering began in the 2008-09 academic year. The scale on the y-axis has a minimum value

of 1 (very

dissatisfied) and a maximum value of 7 (very satisfied). For the most recent six years, the difference

between Wisconsin and peer engineering institutions was statistically significant at a 95% confidence level. For the
same period, there was no statistically significant improvement or decline in student perception at Wisconsin.
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Figure A2. Mean level of satisfaction with value of engineering student organization activities. The x-axis is

organized

on an academic year basis, so that 2015 refers to the 2014-15 academic year. The Pieper Servant-Leader

Chair at the UW-Madison College of Engineering began in the 2008-09 academic year. The scale on the y-axis has a
minimum value of 1 (very dissatisfied) and a maximum value of 7 (very satisfied). For the most recent six years, the

difference

between Wisconsin and peer engineering institutions was statistically significant at a 95% confidence level.

For the same period, there was no statistically significant improvement or decline in student perception at Wisconsin.
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Figure A3. Mean level of satisfaction with leadership opportunities in engineering student organization activities.
The x-axis is organized on an academic year basis, so that 2015 refers to the 2014-15 academic year. The Pieper
Servant-Leader Chair at the UW-Madison College of Engineering began in the 2008-09 academic year. The scale on
the y-axis has a minimum value of 1 (very dissatisfied) and a maximum value of 7 (very satisfied). For the most
recent six years, the difference between Wisconsin and peer engineering institutions was statistically significant at a
95% confidence level. For the same period, there was no statistically significant improvement or decline in student
perception at Wisconsin.
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Figure A4. Mean level of satisfaction with fellow students’ ability to work in teams. The x-axis is organized on an
academic year basis, so that 2015 refers to the 2014-15 academic year. The Pieper Servant-Leader Chair at the UW-
Madison College of Engineering began in the 2008-09 academic year. The scale on the y-axis has a minimum value
of 1 (very dissatisfied) and a maximum value of 7 (very satisfied). For the most recent six years, the difference
between Wisconsin and peer institutions was statistically significant at a 95% confidence level. For the same period,
there was no statistically significant improvement or decline in student perception at Wisconsin.
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Figure AS. Mean level of satisfaction with fellow students’ level of camaraderie. The x-axis is organized on an
academic year basis, so that 2015 refers to the 2014-15 academic year. The Pieper Servant-Leader Chair at the UW-
Madison College of Engineering began in the 2008-09 academic year. The scale on the y-axis has a minimum value
of 1 (very dissatisfied) and a maximum value of 7 (very satisfied). For the most recent six years, the difference
between Wisconsin and peer institutions was statistically significant at a 95% confidence level. For the same period,
there was no statistically significant improvement or decline in student perception at Wisconsin.
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Figure A6. Mean level of satisfaction with how engineering education enhanced ability to function on
multidisciplinary teams. The x-axis is organized on an academic year basis, so that 2015 refers to the 2014-15
academic year. The Pieper Servant-Leader Chair at the UW-Madison College of Engineering began in the 2008-09
academic year. The scale on the y-axis has a minimum value of 1 (very dissatisfied) and a maximum value of 7 (very
satisfied). For the most recent six years, the difference between Wisconsin and peer institutions was statistically
significant at a 95% confidence level. For the same period, there was no statistically significant improvement or
decline in student perception at Wisconsin. The large improvement for all institutions in 2013-14 was likely due to a
rephrasing of the question asked in the survey.
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Figure A7. Mean level of satisfaction with how engineering education enhanced ability to understand ethical
responsibilities. The x-axis is organized on an academic year basis, so that 2015 refers to the 2014-15 academic year.
The Pieper Servant-Leader Chair at the UW-Madison College of Engineering began in the 2008-09 academic year.
The scale on the y-axis has a minimum value of 1 (very dissatisfied) and a maximum value of 7 (very satisfied). For
the most recent six years, the difference between Wisconsin and peer institutions was not statistically significant at a
95% confidence level. For the same period, there was no statistically significant improvement or decline in student
perception at Wisconsin. The large improvement for all institutions in 2013-14 was likely due to a rephrasing of the
question asked in the survey.
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Figure A8. Mean level of satisfaction with how engineering education enhanced ability to understand professional
responsibilities. The x-axis is organized on an academic year basis, so that 2015 refers to the 2014-15 academic year.
The Pieper Servant-Leader Chair at the UW-Madison College of Engineering began in the 2008-09 academic year.
The scale on the y-axis has a minimum value of 1 (very dissatisfied) and a maximum value of 7 (very satisfied). For
the most recent six years, the difference between Wisconsin and peer institutions was statistically significant at a 95%
confidence level. For the same period, there was no statistically significant improvement or decline in student
perception at Wisconsin. The large improvement for all institutions in 2013-14 was likely due to a rephrasing of the
question asked in the survey.
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Figure A9. Mean level of satisfaction with how engineering education enhanced ability to recognize need to engage
in lifelong learning. The x-axis is organized on an academic year basis, so that 2015 refers to the 2014-15 academic
year. The Pieper Servant-Leader Chair at the UW-Madison College of Engineering began in the 2008-09 academic
year. The scale on the y-axis has a minimum value of 1 (very dissatisfied) and a maximum value of 7 (very satisfied).
For the most recent six years, the difference between Wisconsin and peer engineering institutions is statistically
significant at a 95% confidence level. For the same period, there was no statistically significant improvement or
decline in student perception at Wisconsin. The large improvement for all institutions in 2013-14 was likely due to a
rephrasing of the question asked in the survey.
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Appendix B

Curricular and Co-Curricular Initiatives in Engineering Student Development
Paige LaPoint
Director of Student Organizations and Leadership Development
College of Engineering, University of Wisconsin - Madison

INTRODUCTION

During the 2019-2020 school year many advancements were made in the College of Engineering
to not only further the importance of leadership education, but servant leadership education. In
August 2019, Paige LaPoint was hired to serve as the Director of Student Organizations and
Leadership Development for the college. In her role, Paige oversees the 50+ organizations that
exist in the college, assisting them with their recruitment, retention, finances, and other needs. In
addition, she is the advisor to the Wisconsin Engineering Student Council (WESC), which serves
as an umbrella organization to the COE organizations.

GETTING ACQUAINTED

To get acquainted, organizations needed to schedule 1:1 advising appointments with Paige to
discuss the health of their organizations, as well as determine how they are developing their
students’ leadership skills. Many organizations knew they were developing key leadership skills
and competencies, however, putting words to those experiences proved to be difficult. As such, it
is now required that:

1. Organizations attend a leadership development workshop hosted by either Paige or
another leadership training office at UW-Madison. Topics range from “Emotional
Intelligence” to “Ethical Community Partnerships when Volunteering”. Organization
presidents must determine how many students from their organizations will attend this
training with Paige in their 1:1 meeting. Success for each organization looks different,
and this is discussed in the 1:1

2. Student organizations must attend a yearly policy meeting to ensure they are abiding by
best practices and guidelines set forth from the university.

3. Organization presidents will meet with either Paige or the VP of Student Organizations
once per semester to discuss the health and wellbeing of their organizations.

Additionally, Paige is working with WESC to determine how funding is awarded to student
organizations, and ways to incentivize organizations to participate in activities that ring true to
the mission of not only engineering, but servant leadership. Currently the executive board of
WESC is reviewing their funding and making strategic decisions on how they want to structure
their requirements for organizations, as well as their own programming to align with this.
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EMERGING LEADERS IN ENGINEERING PROGRAM

This year also saw the development of the college’s first leadership development program. In
conjunction with a group of 10 COE students, the Emerging Leaders in Engineering program
came to fruition. Interest in this program far exceeded our expectation, with nearly 200 students
indicating interest in participating and 22 students being admitted.

The program itself progresses through the UW-Madison Center for Leadership and
Involvement’s (CfLI) Leadership Certificate (https://cfli.wisc.edu/leadership-certificate-info-
packet/), asking students to complete all necessary requirements in the academic year. While the
leadership certificate itself comes from CfLI, all required experiences occur through the
engineering program. As such, students first enroll in INTEREGR 303: Applied Leadership
Competencies in Engineering, a new three credit course taken in the fall semester. Students
engage in the process of self-discovery, group work, and community partnerships. Students are
placed into groups to work on community projects that ask them to engage both their
“engineering brains”, while developing their professional skills. We have partnered with
UniverCity Alliance (https://univercity.wisc.edu/) to be paired with two local counties in the
state of Wisconsin who are working to better their communities for the current academic year.

In addition, students are also placed with an alumni mentor to discuss their experiences in the
program, as well as to receive guidance and feedback while they navigate their time as an
undergraduate student.

In the spring, students will continue to work towards the requirements set forth by CfLI to obtain
their certificate, involving themselves in student organizations, leadership development
workshops and training, and completing community service hours.

ENGINEERING STUDENT ORGANIZATIONS

e Based on self-reported data from student organizations we went from 1,589 engineering
students involved in student organizations during the 18-19 school year, to 1,993 last year (a
25% increase)

e We created and developed the first cohort of the Emerging Leaders in Engineering program,
garnering interest from 178 students in total, and accepting 22 students of nearly all
engineering majors into our first class.

e Our student organizations won various awards (five organizations reporting winning a
combined 8 awards, both nationally and locally):

o SWE (Society of Women Engineers):
m  Awards Won at WE19 (SWE's Global Conference): SWE Gold Outstanding
Collegiate Section Award, a Best Practice Award for Outreach, and a Best Practice
Award for Mentoring
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m Award Won at WE Local Des Moines (SWE's Local Conference): SWE 2020 WE

Local Outstanding Professional Development Event Award
o  WiHST (Wisconsin High Speed Transportation):

m  Won - Foxconn Smart Cities, Smart Futures Competition in December 2019 (How to
Create the Smart Region)

o SHPE (Society of Hispanic Professional Engineers)

m Awarded a Multicultural Council grant from the Multicultural Student Union to fund
an event in November: An Evening with Dr. Alberta Gloria.

o Insight Wisconsin and EWB (Engineers Without Borders):

m Both organizations had members win a Wisconsin Idea Fellowship

m EWB was awarded the fellowship for their project to install a water treatment and
distribution system in Camarones, Ecuador to provide a safe and reliable water supply
year-round to 500 people in a rural community.

m Insight Wisconsin’s Biomass Briquette Stool team won the award for their project,
which serves to mitigate deforestation in Kenya by developing a biomass briquette
machine which would create a more sustainable fuel alternative to replace wood.

e We awarded three student organizations Pieper Servant Leadership grants (funding of $7,500
in total split evenly amongst all three)
o Funding SWE to facilitate their Engineering Tomorrow’s Careers camp for June of 2021
o Funding EWB for the Ecuador project (see above)
o Funding SHPE for their Puentes a STEM (Bridges to STEM) event
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Appendix C

Syllabus and Project Descriptions for
INTEREGR 303: Applied Competencies for Engineering Leadership
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WISCONSIN

UNIVERSITY OF WISCONSIN-MADISON

College of Engineering

1. COURSE TITLE AND NUMBER
INTEREGR 303 - Applied Leadership Competencies in Engineering

2. CREDITS AND CONTACT HOURS
3 credits, 3 contact hours per week

3. CANVAS COURSE URL
https://canvas.wisc.edu/courses/221049

4. COURSE DESIGNATIONS AND ATTRIBUTES
None

5. MEETING TIME AND LOCATION
Tuesdays and Thursdays from 4:00-5:15
311 Wendt Commons

6. THE COURSE IS
Elective

7. INSTRUCTIONAL MODE
Face-to-face

8. HOW THE COURSE MEETS THE CREDIT HOUR POLICY
This class meets for two, 75-minute class periods each week over the fall semester and
carries the expectation that students will work on course learning activities (volunteering,
reading, reflecting, writing, etc) for about 3 hours out of the classroom for every class
period. There is a volunteer component to this course that will require you to work on a
project in coordination with a local Wisconsin community with your peers both inside and
outside of class.

9. INSTRUCTORS AND TEACHING ASSISTANTS

9.1 Instructor Title and Name
Paige LaPoint, Instructor

9.2 Instructor Availability
Wednesday from 1:00-2:00pm.

9.3 Instructor Email/Preferred Contact
plapoint@wisc.edu
608-262-2496
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10. OFFICIAL COURSE DESCRIPTION
Introduction to basic leadership theories and perspectives; application of said theories to
real-life experiences (both engineering and otherwise) through reflections, course
discussion, readings, and experiential education in their local communities. Social
Change Model of Leadership Development and Servant Leadership theory, viewed
through an Applied Critical Leadership Theory lens.

11. REQUISITES
None

12. LEARNING OUTCOMES
12.1 Course Learning Outcomes
e |dentify the leadership role that engineering professionals play in service to a breadth of

social, political, environmental, economic, and global issues

e Apply and reflect on the “Seven C’s” of the Social Change Model through engaging as
servant leaders in a stewardship service project

e Apply teamwork and leadership skills necessary to embrace individual differences and
help groups collaborate on shared aims and values

e |dentify and describe one’s own individual strengths, and be able to identify and honor
the strengths in others

e Communicate comfortably and professionally with peers, practicing engineers, and adult
professionals

e Reflect upon and understand one’s own responsibility to strive for self-awareness,
empathy, authenticity, vulnerability, and curiosity when working on leadership skill
attainment

e Utilize a critical race perspective to address leadership challenges found in personal and
professional experiences to achieve change in response to power, domination, access,
and achievement imbalances.*

*Note: outcome language from Santamaria & Santamaria (2012), p. 7

12.2 ABET Student Outcomes
3. an ability to communicate effectively with a range of audiences

4. an ability to recognize ethical and professional responsibilities in engineering
situations and make informed judgments, which must consider the impact of engineering
solutions in global, economic, environmental, and societal contexts

5. an ability to function effectively on a team whose members together provide
leadership, create a collaborative and inclusive environment, establish goals, plan tasks,
and meet objectives

7. an ability to acquire and apply new knowledge as needed, using appropriate learning
strategies.
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13. BRIEF LIST OF TOPICS TO BE COVERED
e Overview of prevalent theories regarding leadership

o Social Change Model of Leadership

o Servant Leadership Theory
Identifying the strengths of the team and the individual (CliftonStrengths)
Emotional intelligence, communication, teamwork and group dynamics
Creating personal and professional goals that align with one’s values
The role of the engineer in both leadership and servant leadership
Diverse voices in leadership development

14. DISCUSSION SESSIONS
N/A

15. LABORATORY SESSIONS
N/A

16. REQUIRED TEXTBOOK, SOFTWARE & OTHER COURSE MATERIALS
- None. All necessary materials will be provided by the instructor.
“Leadership for Social Change”--Helen S. Astin, 1996

“The Case for Servant Leadership”--Kent M. Ketih, 2008

“Strengths Based Leadership”--Tom Rath, Barry Conchie, 2008

‘Resolving Conflict Rationally and Effectively”

“No Hard Feelings”--Liz Fosslein, Mary West Duffy, 2019

“Applied Critical Leadership in Education”--Lori J. Santamaria, Andres P. Santamaria,

2012

e “Emotionally Intelligent Leadership: A Guide for College Students”--Marcy Levy
Shankman, Scott J. Allen, Paige Haber-Curran, 2015

e “Difficult Conversations: How to Discuss What Matters Most”--Douglas Stone, Bruce

Patton, Sheila Heen, Roger Fisher, 2010

17. GRADING

This course is heavily project and reflection-based; it emphasizes the importance of reading the
material, participating and listening during class discussions, and synthesizing your thoughts
into reflection pieces. Successful students will put in the effort to learn more about themselves
and their fellow students.

Discussion Participation: 15% An overall assessment will be made of each student’s continued
participation in class discussion throughout the course. The instructor of this course will
continuously evaluate the degree of critical thoughtfulness displayed by each student during the
discussion to assess if the reading was completed and reflection from said reading occurred.
Attendance will also be used as a metric to determine overall participation in the course.
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Participation Grade Guidelines

A: This student comes to class prepared to think carefully, making connections between
readings and topics discussed in the course. They are willing to take the lead in discussion
periodically, posing interesting questions or taking risks by answering tough questions.This
student avoids dominating discussion, instead participating mindfully in conversation with
other students, considering their ideas and responding thoughtfully and respectfully. They
help to create a sense of a shared conversation in the group as a whole.

AB: This student does most of what an A student does, but may be slightly lacking in one area
— for instance, they may be a conscientious reader and thinker who tends not to listen to other
students or otherwise dominates conversation instead of engaging in productive deliberation.
Or, they may have been late to class a few times without informing the instructor 24-hours
prior. Another example of this student would be missing a reading or two, and therefore
lacking in overall contribution to the conversation.

B: This student participates often, but not consistently. They may attend every class and do all
the readings but avoids actively participating in discussion, instead only responding to
questions or adding periodically to others’ ideas. This student may participate well, but may
have missed a class and did not inform their instructor 24-hours in advance, or failed to
submit the makeup assignment after their absence.

BC: This student may be a frequent but superficial discussion participant. At times the student
may seem to have not completed readings, though they usually come to class prepared.

C: This student is intermittently prepared for class (e.g., participates well but has missed two
classes without informing the instructor prior and did not submit a makeup assignment). They
may have moments of excellent contribution, but rarely participate beyond the occasional
superficial comment.

D: This student very rarely participates in course discussions. When they do, their
participation lacks substance and does not add much to the overall conversation.

F: This student has missed three classes without submitting a makeup assignment and/or
attends most classes but never participates.

Class Presentations: 15% Students will be assessed on one individual presentation (5%) and
one group presentation (10%).

Reflection Papers: 15% Students will submit several reflection papers throughout the semester
regarding the various topics discussed. Reflection papers provide a way for the instructor to
assess if students are understanding the material being covered.

Final Reflection Paper: 25% This final paper will discuss themes discovered throughout the
semester, as well as answering questions provided in the prompt.
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Volunteer Project Proposal and Final Paper: 30% A large portion of the class surrounds your
volunteer project, the proposal you submit (10% of grade), and the final product for the
community partner (20% of grade). This volunteer project asks for you to employ your
“engineering brains”, while simultaneously understanding your due diligence as engineers to
serve others. As such, you will collaborate with communities in Wisconsin to work on a project
that utilizes your skills. You (and the team you will be paired with for this project) are expected
to work with said partners to review the Scope of Service document that has been assigned to
your group and complete the deliverables that have been outlined in the document, as well as
those that have been discussed with your partners. Once you review your scope of service and
work with both your mentors and project leads, you will write a project proposal with your team
and submit it for approval to your instructor, as well as the local non-profit. Once it has been
approved by both entities you and your team will utilize the class periods that are not being held
to complete your approved project.

Overall Grading Scale

A 90% or more

AB | 85-89.9%

B 80-84.9%

BC | 75-79.9%

C 70-74.9%

D 60-69.9%

F Below 59.9%

18. EXAMS, QUIZZES, PAPERS & OTHER MAJOR GRADED WORK
e As listed above, two presentations will occur throughout the course. Both of these

presentations will take place in class. One will be individual, and the other will be with
the group students are assigned to. It is the expectation that the group members
collaborate equally in the preparation and presentation of their assignment.

e All reflection papers (final or otherwise) are to be submitted electronically in Canvas by
the end of the due date (11:59pm). The group volunteer project proposal will be due via
Canvas to the instructor by the end of the due date (11:59pm).

e Your sign-in sheet will be due in class on 12/8/2020

19. HOMEWORK & OTHER ASSIGNMENTS
e Homework will be posted on the course Canvas site and announced during class.

e |tis the expectation of your instructor that reflection papers are done on an individual
basis, and group work is completed equally amongst the group.
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Fellow group members will complete assessment sheets on their groups to help

the instructor assess if all group members were contributing equally to the effort

of the team.

Late assignments will lose 10% per day late unless prior approval from the instructor.

Attendance for class is required and will be taken at the beginning of each class.

Attendance will play a role in your overall participation grade. If you must miss a class
period it must be cleared with the instructor before the class period via email.

20. OTHER COURSE INFORMATION

N/A

21. SAMPLE COURSE OUTLINE

Date Theme Topic Homework Due
9/3 Introduction Review syllabus, course Input preference for 9/8
expectations, etc. Intro to project into canvas.
course and projects
9/8 Introduction Larry from CfLI Read “The Engineer of 9/10
2020 ch. 4
9/15 Introduction The Engineer of 2020 Read “Leadership for 9/17
discussion. Value Setting Social Change”,
discussion. Begin discussing Reflection # 1: Value
the projects. Setting
9/17 Introduction Group work. Astin’s Reflection # 2 “Emotional | 9/22
“Leadership for Social Change” | Intelligence”--Create
review. group work contracts and
determine “team lead”
(due on 9/24)
9/22 Individual Consciousness of Self Take Strengths 9/24
theme...group work time Assessment and
schedule 1:1--Continue
Group Project---Create
group work contracts and
determine “team lead”
9/24 Individual Discuss Strengths, continue Prep for Strengths 9/29
with group work Testimonials
Presentation--Continue
Group Project
9/29 Individual Strengths Testimonials Continue Group Project. | 10/1
(presentations) Submit Project
Proposal based on
Scope of Services
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10/1 Individual Strengths Testimonials Continue working on 10/6
(presentations) project
10/6 Community Project Work Time Read “No Hard Feelings” | 10/8
Ch. 4 Handout--
Reflection #3
10/8 Individual Congruence Exercise Reflection #4-- 10/13
Identifying Your Why
10/13 Individual Commitment--personal Reflection #5--Personal | 10/15
development plans Development Plans
10/15 Group Group Work Time Read Strengths Based 10/20
Leadership Book Part
Two
10/20 Group Collaboration--Team Strengths | Read “No Hard Feelings” | 10/22
Activity Ch.5
10/22 Group Work Time Work Time--submit 10/27
working draft of work
10/27 Leadership Diversity | TBD Read “Resolving Conflict
Rationally and
Effectively”, as well as
“No Hard Feelings” Ch. 6
and submit Reflection
#6 (Canvas)
10/29 Group Controversy with Civility Read “The Case for 10/27
discussion Servant Leadership Ch. 3
11/3 Community Citizenship--Discuss Servant Read “The Case for 10/29
Leadership-- Presentation Servant Leadership Ch.
41!
11/5 Community Morgridge Center Speaker Reflection #7--The 11/5
Danger of a Single Story
(via CfLI Certificate)
11/10 Group Work Group Work Group Work--prep for
check in
11/12 Group Work Work check-in
11/17 Emotional Intelligence Convo Competency Essay Due | 11/19
11/19 Community Project Group Project
11/24 Community Project Group Project Reflection #8
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12/1 Engineering Guest Speaker (Diverse
Leadership Perspective)
12/3 Community Project Group Project Work Time
12/8 Community Project Presentations
12/10 Community Project Presentations Final Project Due 12/15

RULES, RIGHTS & RESPONSIBILITIES
See the Guide’s to Rules, Rights and Responsibilities

ACADEMIC INTEGRITY

By enrolling in this course, each student assumes the responsibilities of an active participant in
UW-Madison’s community of scholars in which everyone’s academic work and behavior are
held to the highest academic integrity standards. Academic misconduct compromises the
integrity of the university. Cheating, fabrication, plagiarism, unauthorized collaboration, and
helping others commit these acts are examples of academic misconduct, which can result in
disciplinary action. This includes but is not limited to failure on the assignment/course,
disciplinary probation, or suspension. Substantial or repeated cases of misconduct will be
forwarded to the Office of Student Conduct & Community Standards for additional review. For
more information, refer to https://conduct.students.wisc.edu/academic-integrity/.

ACCOMMODATIONS FOR STUDENTS WITH DISABILITIES

McBurney Disability Resource Center syllabus statement: “The University of Wisconsin-
Madison supports the right of all enrolled students to a full and equal educational opportunity.
The Americans with Disabilities Act (ADA), Wisconsin State Statute (36.12), and UW-Madison
policy (Faculty Document 1071) require that students with disabilities be reasonably
accommodated in instruction and campus life. Reasonable accommodations for students with
disabilities is a shared faculty and student responsibility. Students are expected to inform faculty
[me] of their need for instructional accommodations by the end of the third week of the
semester, or as soon as possible after a disability has been incurred or recognized. Faculty [1],
will work either directly with the student [you] or in coordination with the McBurney Center to
identify and provide reasonable instructional accommodations. Disability information, including
instructional accommodations as part of a student's educational record, is confidential and
protected under FERPA.” http://mcburney.wisc.edu/facstaffother/faculty/syllabus.php

DIVERSITY & INCLUSION

Institutional statement on diversity: “Diversity is a source of strength, creativity, and
innovation for UW-Madison. We value the contributions of each person and respect the
profound ways their identity, culture, background, experience, status, abilities, and opinion
enrich the university community. We commit ourselves to the pursuit of excellence in teaching,
research, outreach, and diversity as inextricably linked goals. Disrespectful behavior or
comments directed toward any group or individual will be addressed by the instructor.

The University of Wisconsin-Madison fulfills its public mission by creating a welcoming and
inclusive community for people from every background — people who as students, faculty, and
staff serve Wisconsin and the world.” https://diversity.wisc.edu/




@College of Engineering
UNIVERSITY OF WISCONSIN-MADISON
Page 31

Scope of Services for Student Teams in
Inter Egr 303: Applied Leadership Competencies in Engineering
Improving Career Exploration Opportunities for Adams-Friendship School District (AFSD)
Adams County, Wisconsin
Fall 2020

Project Background

AFSD seeks creative ways to get their students to explore a variety of careers inside and outside of
Adams County. The school has homeroom/advisory periods where teachers can work with students
complete an online program (called Xello), but it seems like the teachers do not always take full
advantage of their time together.

Project Objectives

1. To provide AFSD with suggestions for how to better get teachers to accept and engage in a role
as advisor during the advisory time.
2. To provide AFSD with ideas for how to make career development material incorporated into
core subject classes.
Scope of Services

Students will provide reports that address the project objectives. This might include doing some focus
groups with teachers to understand what the barriers are to them going deeper with students. Students
will produce some documents that help make it easier for teachers to assume their role as advisors.
Students will also produce concrete documents that make it easier to connect their lessons to the real
world of work and careers in various disciplines. Ideas will be evaluated by:

- Feasibility of implementation and buy-in by teachers
- Feasibility of implementation and buy-in by counselors
- K-12 student buy-in and interest
- Inclusive of careers that are prominent in Adams County, but also do expose students to careers
beyond Adams County
- Budget-neutral solutions
- Solutions are with respect to existing content within Xello
- Engaging local employers
Data Available:

- Sign-in information available for Xello (so UW students can understand the program better)

- Contact information for teachers, some K-12 students, and other counselors

- Any other relevant data about usage for Xello? Or career interests of the K-12 students?
Communication:

One project lead from the group will communicate weekly with Evelyn Kabke (kabke e@afasd.net) and
Tim Jensen (jensen t@afasd.net)
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Scope of Services for Student Teams in
Inter Egr 303: Applied Leadership Competencies in Engineering
Evaluation of Autonomous Vehicle Route Alternatives
Brown County, Wisconsin

Fall 2020

Project Background

Brown County has been investigating the possibility of piloting an autonomous vehicle route in three
different areas of the county:

e Downtown Green Bay
e The Lambeau Field/Stadium District
e Green Bay-Austin Straubel International Airport

Some preliminary work done by Jon Riehl (UW-Madison TOPS Lab) identified one potential route in
each of these three areas, which helped the county think through some basics of cost and functionality.

Project Objective

The objective of this project is to recommend which of the three route alternatives makes most sense for
installing a pilot autonomous vehicle route.

Scope of Services

Each student team shall provide a report titled “Evaluation of Alternative Autonomous Vehicle Testing
Routes for Brown County, Wisconsin.” The report shall include the following:

e Introduction and project objective, including brief description of each proposed route
e C(Critical review of previous studies and reports, to include discussion of:
o Connected vehicle (CV) technology (including DSRC, C-V2X, 4G, and 5G), to include
units and range of service
o Autonomous vehicle tests in other communities, to include:
=  Societal, economic, and environmental impacts on the community
=  Technical hurdles encountered and overcome, including weather-related items
o Vehicle interaction with CV technology
o Infrastructure interaction with CV technology (e.g., cameras, traffic signals, fiber optic
network, etc.)
e Discussion of pertinent:
o Regulatory codes
o Professional standards
o Professional guidelines for measuring project success (e.g., ASCE’s Envision System)
o For each of the three alternative routes, provide the following route-specific analysis:
o A detailed review of the route and its existing conditions
=  Opverall route length
= Types of neighborhoods served: residential, commercial, industrial, tourist, etc.
= Street names and status (arterial, collector, etc.), plus lengths and widths of each street
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Traffic volumes, including seasonal and diurnal effects

Crash incident reports

Opportunity for CV technology implementation with existing infrastructure (including the
existing fiber optic network)

Other pertinent conditions

o Review of economic sustainability, to include:

Initial (installation, capital) and life-cycle (operating, maintenance) costs of CV technology,
specific to the route

Financial benefit to Brown County, its citizens and its businesses

Alignment with existing economic development plans

Potential for future route expansion

Impact on financial viability of public transportation

Other pertinent items

o Review of environmental sustainability, to include

Fossil fuel use
Air emissions
Other pertinent items

o Review of social sustainability, to include

Roadway and pedestrian safety

Who benefits and/or loses

Barriers to overcome in adoption of the technology

Connections to existing public transportation systems, including bus routes, bicycle/pedestrian
trails, and parking lots

Other pertinent items

o Political feasibility

Description of neighborhood support or opposition to the route, to include both existing and
anticipated support or opposition

Description of elected city and county official support or opposition to the route, to include
both existing and anticipated support or opposition

Description of appointed city and county official support or opposition to the route, to include
both existing and anticipated support or opposition

Description of how the above items would be covered by the local media

Other pertinent items

e Using the above key categories, compare the three alternative routes. Use a decision matrix with
the above criteria to assist with the comparison. Emphasize which criteria differentiate the routes
from each other.

e Recommend the best route to the county.

Data Available:

Communication:

Autonomous vehicle PPT explaining each route

Information about 5G discussions in Brown County

Brown County Community Area Network (BCCAN) Map/Information
Existing plans for development close to the proposed routes

Any other data request that may come forth as we move through the process

One project lead from the group will communicate weekly with Brown County’s Deputy County
Executive, Jeff Flynt (jeffrey.flynt@browncountywi.gov).
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Pieper Servant Leadership Fund Progress Report
Ecuador Program, Engineers Without Borders

Since receiving the generous support from the Pieper Servant Leadership Fund, the
Ecuador Program of Engineers Without Borders (EWB) has experienced a renewed
understanding and commitment to the principles of servant leadership. Despite the uncertain
circumstances of the pandemic, the Ecuador program has explored and introduced creative ways
to practice awareness, stewardship, growth, careful listening and community building thus far
that will carry into the school year. With careful and considerate planning, our student servant
leaders aim to sow the most effective group structure and dynamic needed to ensure
implementation and overall project success when the time comes.

The Camarones water project was born of servant leadership itself in 2017, as the leaders
in town sought the assistance of the EWB Ecuador group to achieve a clear goal: to install a
water treatment and distribution system that provides Camarones with a safe and reliable water
supply year-round. Currently, the Camarones community obtains water from local water trucks
where families can purchase five-gallon jugs. However, flooding during the rainy season makes
it difficult for these trucks to access the community, leaving residents to depend on a nearby
river as their main source of water. This river is contaminated with E. coli and aerobic bacteria,
posing a major health concern for the community. As a non-profit volunteer organization, the
Ecuador team must raise the vast majority of project costs. The support of the Pieper Fund would
alleviate the equivalent of the costs of materials to construct the three central water stations in
our final plan, or about a third of the costs expected for the first implementation trip. Although
this is a challenging benchmark to meet, it is nothing compared to the cost of human health, for
which the team is committed to funding the most sustainable and effective system design for
Camarones.

As student leaders working to complete a water supply project in another country,
awareness is a crucial skill. The Camarones community, students in EWB-Ecuador, and financial
donors have an immense amount of trust in our project leadership, largely due to the
consciousness that we have demonstrated in our work. With the emergence of COVID-19 during
the spring semester, awareness as leaders has become more important than ever. Despite the fact
that in-person meetings for student organizations were suspended in March, our project team
remained committed by working remotely to finish the pre-implementation rough draft in April,
an 80+ page document. Recognition of the additional challenges faced by community members,
students, and mentors during the pandemic was critical to ensuring effective communication
between parties as work on the water project progressed. With international travel currently
suspended for student organizations, our August 2020 trip to begin construction of the water
system is postponed. It is unclear when the next opportunity to reschedule that trip will be, given
the uncertainty of travel at the moment. However, the impact that COVID-19 has had on the
community in Camarones prompted us to work with our NGO, Ceiba Foundation, to address
immediate needs in Camarones. Through email and social media, we pursued donations to help
Ceiba put together care packages that provided food and PPE to families in Camarones and other
nearby communities. Moving forward into the 2020 fall semester, awareness will remain a focal
point of our leadership strategy. It will aid us in facilitating collaboration between our project’s
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various parties, simultaneously meeting the immediate needs of our students in Madison and
families in Ecuador.

As a student-led organization, it is important to build a strong sense of stewardship so we
can provide a successful, sustainable foundation for current and future operations. Because we
are held to report deadlines by EWB-USA, we are diligent in addressing our work in a timely,
planned manner. At the start of every semester and at various checkpoints along the way, we
make a shared group calendar of important dates and a timeline of tasks to accomplish. Project
managers (PMs) are responsible for keeping this information up to date, exchange best plans of
action with the team, and supporting these to ensure objectives are met. As such, we will
commence the EWB year in September with this planning and grounding session, while
dynamically adapting throughout the semester. A large portion of this semester’s work will
involve iterative revision of the pre-implementation draft. Completing technical reports requires
collaboration not only between students, but also professional engineering mentors, members of
Ceiba, and notable members of Camarones. In a proactive effort, PMs took the lead earlier this
summer on reviewing the feedback from EWB-USA on the pre-implementation draft despite the
end of the academic semester. To effectively address and outline action items for the rest of the
group, our leaders reached out to mentors and contacts in Ecuador time and again, demonstrating
initiative to address issues quickly and correctly. Keeping in contact with our community is
especially important during the summer to show we are committed to the success of this project.
In addition to raising donations for the care packages, the team shared important COVID-19
health and safety information and EWB-USA wash station design materials related to sanitation
with Ceiba to support our partner communities and the surrounding area. Even during these
challenging times, the leaders of our group are committed to and feel responsible for preparing
students to make positive change with lasting consequences. This fall, we will continue to work
together to inspire students and community members, equip the Ecuador Program with the
necessary resources for continued partnership, and further cultivate stewardship towards this
basic human rights cause.

One of the primary reasons many students join Engineers Without Borders is because
they are seeking multi-dimensional growth. Evolving from an undergraduate to a real-life
engineer and working member of society requires experience on real engineering projects. The
Ecuador team looks to optimize these learning opportunities, offering members to take part in a
project greater than oneself to grow into their best fit. We aim to push our intellectual and
personal limits for the sake of the project, as well as for the sake of the communities of Tabuga
and Camarones. Most of this blossoming occurs during weekly meetings and weekend “write-a-
thons”, where team members can partake in technical writing and engineering problem solving
with the guidance of mentors that are in the field of engineering. With communication between
our team and Camarones being a top priority during the COVID-19 pandemic, students also have
the chance to engage in culturally sensitive project planning across language and customs.
Through all this change, patience has been a key aspect of growth of the Ecuador team.
International projects with collective funding such as the Camarones project require
comprehensive planning with extensive risk mitigation strategy. The adversities of 2020 were
initially concerning, but gave way to our best example of growth: the team’s core members have
come together and have bravely prepared for an unexpected 2020-2021 school year filled with
meaningful work to prepare for an ideal implementation trip once travel bans are lifted. The
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timeline may be shifted, but we see this as valuable time and space for team members to be
exposed to a wider range of project activities and produce the best version of our project.

With such a unique form of opportunity we will encounter for the next few months, the
Ecuador team must be extremely attentive to the remote work being carried out as well as to our
partners. This new mode of operation may only become its best version if our servant leaders
express an absolute willingness to listen. Ecuador leaders must inevitably make some initial
decisions in the beginning of this year’s activities, but in order for the group to progress, the
voices of our members must come to the table in an iterative fashion so as to jointly develop and
implement optimal progress. To address this principle, our leaders will purposefully engage with
members and community partners to touch base, hear opinions and receive constructive
criticism. These exchanges will take the form of simple Google surveys, in-meeting checkpoints,
calls to in-country partners with prepared questions and informal conversations with diverse
people involved with the water project. Although the feedback may be difficult to hear and
complex in its origin, leaders will empathically welcome every sentence. The more data we have
on our mechanisms, the more accurately portrayed the picture of our organization, allowing us to
make more clear steps in the direction of our goal from our current state.

When the university went fully online after mid-March, the Ecuador team was caught
during the most critical point in finishing a complete draft of the pre-implementation report for
an August trip. With plenty of writing to go and a deadline to meet for our +80 page document,
the inability for students and mentors to collaborate in-person struck a hard blow to the team’s
typical operation as well as its identity. In spite of these challenging circumstances, our group
was able to come together in a great last push during the following Saturdays leading up to April
4th- the crucial date. The spirit of togetherness while overcoming this difficulty brought
members together with enthusiasm and humor every weekend, while reliably completing work as
partners. Completing this report was made possible because of the welcoming environment
within EWB-Ecuador, carried out as countless Zoom meetings, Google Meets check-ins, and
sharing of memes. In addition to work, program managers held virtual Netflix and trivia night
events for our team in the Spring to keep our group connected as we all socially distanced.
Throughout the summer months, team leaders have also made additional efforts in talking with
our NGO and partners to grow closer in these times of separation. The sense of community
within our organization goes beyond these planned events and calls; it is an intentional space to
make meaningful relationships. Although general weekly meetings and additional work time will
continue to take place virtually, Ecuador team leaders hope to maintain this sense of fellowship
by exploring options to hold small outdoors social sessions, collective video calls with Ecuador
partners, as well as a variety of different online activities like game nights. Perhaps these are not
our preferred ways to come together, but we believe in the possibility for community building
and are determined to make trust a primary focus in upcoming months.

While the developments so far and future plans discussed in this report are only some
examples of ways servant leadership takes shape in the Ecuador team, our members continue to
astound with their creative potential for problem solving and effective collaboration. The
conscious application of servant leadership principles, regardless of the timing or type of
challenges faced, is the new normal for this amazing team and the leaders it produces.
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Pieper Servant Leadership Progress Report
Society of Hispanic Professional Engineers (SHPE): Puentes a STEM

SHPE UW-Madison has made an impact in the surrounding communities through our
participation in local high school events. Our chapter has also become a powerhouse for Hispanic
leadership talent and strives to promote academic excellence and professional experience within
our chapter. We have positions dedicated to improving performance within the College of
Engineering as well as managing professional outreach so our members have a leg up on the
competition upon graduating from the university. SHPE events are dedicated to bringing in well-
known companies to network and inform our members about jobs in industry and research, while
in turn helping companies recruit more Hispanic engineers.

Recently, SHPE UW—-Madison has diverted more attention to our community involvement,
specifically within local Madison high schools. We proposed an enriching SHPE Junior program
that will promote the involvement and engagement of Hispanics in the STEM fields. Thanks to the
Pieper Servant Leadership award, we have been given the opportunity to pursue that outreach
initiative, rebranded as Puentes a STEM. Puentes a STEM is Spanish for “Bridges to STEM,” and
through the program, we are working to build bridges and connections for high school students to
view engineering as a possibility for them, regardless of their societal standing or ethnicity.

Hispanics currently make up 6% of the STEM workforce [1]. Puentes a STEM was
envisioned to help increase the exposure of STEM careers, with an emphasis on engineering, to
local high school Hispanic students through various activities and mentorship. SHPE members
will self-select with this motivation and engage as individuals dedicated to educating high school
students, from an underrepresented background, that STEM careers are possible for people of our
ethnicity.

Our program continuously exhibits that servant leadership philosophy as our SHPE chapter
members answer the calling to serve others without pursuing self-interests [2]. Through Puentes a
STEM, members from our chapter will pursue their desire and commitment to serve the Hispanic
community of Madison through an increased awareness of STEM. Puentes a STEM will serve as
a portal for the high school student to learn and grow from a university engineering student, who
in turn learns and grows from the high school student, each presenting as a servant leader to one
another. Through the work of our SHPE members as mentors and guides for at-home STEM
activities and general guidance to the STEM field, the local Hispanic community will get to know
what engineering and STEM are, and see it as an achievable goal rather than a distant dream. Not
only will high school students benefit, but their families, teachers, and surrounding communities
will also be impacted by Puentes a STEM.

For high school students, a large part of their future decision making is based on what and
who they are exposed to. Unless they have witnessed or heard about a specific topic from someone
else, even if it would fit their interests, they are unlikely to look into it further or find it themselves.
In past SHPE outreach events, the most common reaction we get from the Hispanic high school
students is “I’ve never heard of ‘Engineering’ before.” And even if they have heard of engineering
or STEM before, it is often followed up by the second most common reaction of “I didn’t think
this was possible for someone like me.”

Through Puentes a STEM, the high school students are exposed to people pursuing these
“unheard of” fields in engineering and STEM, while also being able to identify with them. By
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matching up the participating high school students with mentors that are currently pursuing a
degree in engineering, this relationship will foster confidence and knowledge in the mentee to start
pursuing their own career into engineering. Through bi-weekly, chaperoned zoom meetings, the
students can ask their mentors about their experiences and gain insight into what engineering looks
like post high school courses. Often, the relationship built between the mentor and mentee can help
the high school student decide what courses they want to take during their high school career to
prepare for engineering in college and beyond. As servant leaders, it is our duty to build
community, and through Puentes a STEM, we are establishing an inclusive Hispanic engineering
and STEM community that builds on each other in our communal pursuit to break the barriers
facing Hispanic STEM students.

We also provide the high school students a larger exposure to what their future in STEM
could look like. For example, we will do the 10 Paper Challenge activity which involves holding
up a heavy book (preferably a math textbook) above a certain height using only ten sheets of paper
and 1 meter of tape. This challenges the students to design a structure to hold the book without
breaking, much like how Civil Engineers have to design bridges that do not break under heavy
loads. By participating in the activities with the help of their mentors and our explanations of how
each activity relates to an engineering field, the high school students can begin to recognize
different engineering disciplines and pursue whichever they find the most interesting. The mentor
can then help them with their progression into the field, which in most cases involves getting into
college. Their mentor is an example that college is possible for all Hispanics, and the mentor can
help answer questions they have regarding engineering and STEM in college. Through the
student’s experiences with their mentor and the Puentes a STEM program, this can lead them to
view college as a viable part of their path to work in engineering.

While the Puentes a STEM program target audience is the high school students of the
greater Madison area, the program also has a profound impact on the teachers as well. By
collaborating with SHPE UW-Madison, high school teachers can reinforce their lessons with
STEM activities hosted by our SHPE members. For example, the 10 Paper Challenge is very
relevant to geometry and trying to make structures using shapes and angles. If the class is learning
about forces in physics, this challenge can help show how force distribution along the structure
can help or hinder the structure from holding up the book. The events planned for Puentes a STEM
reflect what the students are learning in their science and math classes, complementing their
learning experiences in the frame of expanding into engineering mindset and future careers. Should
a student want to learn more about a certain topic pertaining to STEM, the teachers can also utilize
the SHPE UW-Madison members as references and further the student’s curiosity in STEM. As
mentioned before, exposure is key to introducing Hispanic students to STEM fields. Teachers can
only provide resources they are familiar with to their students, meaning if they are not familiar
with certain engineering topics or groups, such as SHPE, that information does not get passed on
to the students that would benefit from it. For their Hispanic students, this program and our SHPE
chapter will become a wellspring of knowledge and connections that teachers can provide for their
students who show an interest in learning more about STEM.

Just as stewards fitted noble children to become royalty, the SHPE chapter will serve as
stewards to the high school students in the Puentes a STEM program. This is critical as the
program's main purpose is to increase the historically low representation of Latinx students in
STEM. First and foremost, stewardship will occur through mentorship pairs, where SHPE
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members will work consistently with Puentes participants as a source of guidance and inspiration.
Mentors will discuss engineering experiences encountered during the program, academics, college
preparation, and other topics that will help students pursue a STEM education. Since SHPE
members share common identities with participants, they are uniquely suited to offer Puentes
students a wealth of experiences and advice that they likely went without along their own journey
to an engineering education. Not only will the college students provide valuable insight, but the
high schoolers would offer different perspectives on their journeys to becoming engineers.
Undergraduates will develop the skills necessary to empathize and engage with mentees while
promoting the values of servant leadership, such as the ability to learn from their mentees and find
new ways to support their goals and interests. Such feedback loops are the basis of stewardship
and make for prosperous pipelines into leadership. SHPE members would gain experience as
leaders and role models for younger, aspiring engineers. Puentes a STEM will foster valuable
experience with transferable skills for both undergraduates and high school students.

Not only will SHPE members gain valuable mentoring experience, but they will also
become aware of the impact that they provide to their community: directly or indirectly. For high
school students and younger, a large part of their future choices are based on what and who they
are exposed to. As we mentioned before, only six percent of the STEM workforce is Hispanic [1],
making the representation for young Hispanic students to look up to much smaller than their non-
Hispanic peers. This is where the awareness of our SHPE members of their surrounding
community becomes crucial. We want to make our SHPE members aware of the community
around them and how they can connect with younger individuals, much like themselves, to help
overcome barriers they may be facing in their pursuits of becoming an engineer. By virtually
visiting the classrooms and clubs from the involved high schools, SHPE members will witness the
support that the students need. As our members participate in Puentes a STEM, they become more
aware of how important they are to not only the professional environment but also to the
community that we all come from and support. They become aware of their ability to inspire others
and aware of the lack of support that they can help fix.

To date, efforts to implement Puentes a STEM have been heavily focused on
communicating with the necessary parties. At the beginning of August, SHPE outreach
coordinators met with a coalition of different STEM outreach organizations to discuss outreach
plans in this pandemic setting and get a better understanding of what we may encounter working
virtually. SHPE refreshed ties with STEM instructors from Madison East High School and Beaver
Dam High School and met with them to discuss their specific circumstances and needs in mid-
August. Their feedback was incorporated into a rough draft of the full program structure and a
pilot episode for investigating engineering has been made as part of the web media component.
Future efforts will be made to onboard another Madison area high school to the program, and
schedules will be established by late September for SHPE members and students.

In the meantime, Latinx professionals and advanced university students will be invited to
join the engineering web series and the digital infrastructure, while resources for the program and
its participants will be fabricated. Mentors will be paired with students at the end of September
and they will subsequently begin the mentorship component of the program in a virtual,
chaperoned, group setting. Once the participants have been finalized, engineering activity kits
funded by the Pieper Grant will be sent to their prospective high schools and distributed by the
high schools to their students. The engineering kits will include supplies necessary to facilitate the
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engineering design activities. Once all the pieces are in place, all program components will follow
their weekly or bi-weekly cycles through the academic year.

The developments and plans described above are some of the ways servant leadership
breeds within the SHPE UW-Madison chapter and is demonstrated across surrounding
communities. Puentes a STEM was created to serve local Madison Hispanic high school students
and educate them about STEM careers, with an emphasis on engineering. As our support system
grew, we quickly realized how powerful the program will be. Puentes a STEM will not only benefit
high school students but will impact SHPE members and high school faculty. We are excited for
our members to step up in this mentoring role and guide younger Hispanic students to a career in
STEM. It is through servant leadership that we can uplift others and support them to achieve their
OWN SUCCESSES.

Citations:
[1] National Science Foundation. (2015). Employed Hispanic scientists and engineers, as a

percentage of selected occupations: 2015. Retrieved August 26, 2020, from
https://www.nsf.eov/statistics/2017/nsf17310/digest/occupation/hispanics.cfm

[2] University of Nebraska, Lincoln. (2007). Becoming a Servant Leader: do you have
what it takes? Retrieved August 26, 2020, from
https://extensionpublications.unl.edu/assets/pdf/g1481.pdf
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Pieper Grant Progress Report
Society of Women Engineers, Engineering Tomorrow’s Careers Camp

Engineering Tomorrow’s Careers Camp (ETC) was created over 25 years ago with the
goal of increasing the number of women pursuing STEM careers. Being a part of Society of
Women Engineers at UW-Madison, we share the mission to empower women to achieve their
full potential in careers as engineers and leaders, expand the image of the engineering and
technology professions as a positive force in improving the quality of life, and demonstrate the
value of diversity and inclusion. The camp contributes to this mission by helping the campers see
themselves as future engineers. The goal is to make engineering seem less daunting and
intimidating rather than a specialized field for “nerds”.

We achieve this through hands-on activities with College of Engineering academic and
professional speakers. These workshops require both creativity and problem-solving, similar to
the skills practiced by an engineer. These experiences strengthen the camper’s interests and
prove to them that they are capable of pursuing a career in engineering. Another valuable aspect
is the opportunity to build personal connections with many other girls who are also interested in
STEM fields, all at different stages in their careers. Not only are campers introduced to many
peers who may share some of their interests and experiences, but also counselors who are strong
role models that provide resources to learn more about what it is like to study engineering at
UW-Madison. By making engineering accessible, we hope campers become comfortable. In this
way, camp attendees not only benefit, but also the companies or research they become a part of
benefit as we build a more diverse, healthy, and sustainable world.

Society of Women Engineers’ ETC is a quintessential example of how young adults act
as servant leaders for their communities. Of the 10 principles of servant leadership that ETC
exhibits, ETC’s programming prides itself on three main ideals: foresight, commitment to the
growth of people, and building communities. Our counselors, all of whom have prior counseling
experience as well as are dedicated students in the College of Engineering, are chosen from a
pool of applicants because of their spirit, warmth, and passion. High schoolers, especially
women wanting to pursue STEM, are often concerned about juggling all that college offers
(extracurriculars, social life, academics). From their experiences, our counselors use their
passion to convey their own difficulties, how they overcame them, and what future students can
do to avoid the same instances in the future. This foresight is an integral part of becoming a
confident woman in STEM, and a value our counselors truly embrace.

Additionally, the commitment the counselors have to the campers as well as their
dedication to building a safe and accepting community is insurmountable. Through team
building exercises, fun and engaging activities, and group bonding, our counselors are devoted to
fostering an inclusive environment for the campers. By being a friend and a mentor rather than
an “adult” in the camp, campers will become more comfortable with the position in the program
as well as the future they want to pursue. As self- aware servant leaders, ETC counselors are
expected to uphold a sense of responsibility and maturity while also being able to relate and talk
openly and honestly with students. It is the goal of ETC to create a community that encourages
young women to shoot for the moon without fearing they will fail or become overshadowed by
male counterparts.
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Women have historically been marginalized in STEM fields, and this has been especially
evident in engineering. Engineering Tomorrow's Careers camp was created to help reconcile the
disparity between the amount of interest girls show in science or math classes during high school
and the drastically lower number of women seen pursuing degrees or careers in STEM fields.
Our goal is to remove the socially-perpetuated myth that men are better engineers than women
by creating an inclusive environment for anybody interested in pursuing engineering.

Part of this initiative is ensuring ETC is accessible to all girls, regardless of economic
status. Just as nobody should be forced to consider their gender while choosing a degree or
career path, this decision should also be independent of one’s income status. Thus, ETC Camp
keeps the cost to campers as low as possible and strives to provide scholarships for every camper
who would be overly burdened by the registration cost. This ensures that every high school girl
has the chance to be exposed to engineering and expand their interest in the field while being
encouraged and accepted by their peers. This is why ETC is more than a week of engineering-
based activities and lectures. It is also a testament to the importance of building a community
that validates these girls’ interests and gives them the confidence to continue their path to
becoming successful, revolutionary, and inspiring engineers in their own right.

Every time the diversity within engineering is increased, the population of future
engineers expands. This is essential because it’s been proven time and time again that diverse
workplaces lead to innovation and improvement for the company. This is especially important
for engineering fields, because these are the people who are typically interested in tackling the
great challenges we face globally. Be it health, energy, food, infrastructure, (etc) these are areas
that hold opportunities to improve life around the world, and the more diverse we can make our
population of engineers, the sooner we will see changes enacted for everyone’s benefit. In this
way, lifting others up truly lifts us all.
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Appendix E

Multi-Institutional Study of Leadership
Task Force Report and Fact Sheets



2018 MULTI-INSTITUTIONAL STUDY OF LEADERSHIP

FREQUENTLY ASKED QUESTIONS

What is the Multi-Institutional Study of Leadership (MSL)?

* An international research program focused on understanding the influences of higher education in shaping socially responsible leadership
capacity and other leadership-related outcomes.

* MSL triennial survey provides a psychometrically validated way to measure how student educational experiences influence leadership
outcomes. In 2018, seventy-two institutions administered the survey.

* Administered to undergraduate students at UW-Madison in 2009, 2015 and in 2018. Doctor of Pharmacy students also participated in 2018.

What was the purpose of the study?
* To understand which student experiences are associated with leadership development.
* To understand whether students have equitable access to these experiences.

Who helped administer the survey and develop the full report?

* A group of campus stakeholders made up of representatives from the following departments and schools and colleges: Center for
Leadership & Involvement, College of Agriculture & Life Sciences, College of Engineering, College of Letters & Science, Division of
Diversity, Equity & Educational Achievement (DDEEA), School of Pharmacy, Student Affairs, Wisconsin School of Business and
Wisconsin Union.

* Dr. Greg Harrington, Professor, Department of Civil and Environmental Engineering and Pieper Foundation Servant Leadership Chair and
Mark Kueppers, Assistant Dean/Director, Center for Leadership & Involvement (CfLI) served as Co-Principal Investigators of the study.

Why is it important for UW-Students to develop their leadership skills?

* National Association of Colleges and Employers (NACE) Job Outlook Survey consistently lists leadership as one of the highest career
readiness competencies (2017, 2018 and 2019).

¢ Leadership skills are noted as important outcomes of a college education in Association of American Colleges & Universities (AAC&U)
Essential Learning Outcomes and the Wisconsin Experience Core Concepts.

Who took the survey?

* |n February and March 2018, 3,071 undergraduate and 171 pharmacy professional students completed the MSL survey. Survey invitations
were sent in February 2018 to 13,555 students; 4,224 students started the survey (32%) and 3,242 students completed the survey (24%).

* Demographic characteristics of students who completed the survey were generally similar to the eligible UW-Madison student population.

How do UW students fare in comparison to students at other institutions?
* UW students score as high or higher on leadership outcome attainment than students at our peer institutions.
* UW students’ scores have stayed consistent over time.

What leadership outcomes were assessed?

* Leadership capacity” (the knowledge, skills, and abilities associated with socially responsible leadership)
¢ Leadership efficacy (internal belief about ability to lead)

¢ Leadership behaviors (enactment of leadership capacity)

* Complex cognitive skills

* Developmental outcomes (related to resilience, racial identity and spiritual development)

* Sense of belonging (on campus)

*Scales based on the Social Change Model of Leadership

Which student experiences are associated with leadership outcomes?
* Socio-cultural discussions (outside of class)

e Community service

* Advocacy, service and student governance group participation

* Mentoring
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FREQUENTLY ASKED QUESTIONS

Any significant demographic differences seen in students?

* No significant differences were seen in terms of race, gender, # of student % of participating
socio-economic status or school/college affiliation. participants  students
* Transfer students had less participation in mentoring, organizations Students of Color 840 26
and student groups. International Students 199 6
* Students with lower GPAs had less participation in community Women 2,067 64
service, organizations, student groups and high impact Men 1,039 35
learning experiences. Transgender/Non-Binary 21 1

* Domestic students scored higher on leadership outcome attainment
than international students.

KEY FINDINGS

The MSL survey revealed the following key findings:

1. UW-Madison students scored as high or higher on leadership outcomes as students at other institutions.

. Leadership outcome scores for UW-Madison students have been stable over time.

. UW=Madison School/College differences in leadership outcome scores were infrequent.

. Leadership outcome scores were not consistently associated with demographics except for international status and GPA.

. Socio-Cultural Discussions, Social Change Behaviors, Organizations and Mentoring some college experiences were strongly associated
with leadership outcome scores.

6. Participation in those experiences strongly associated with leadership outcome scores (Key Finding 5) was not consistently associated with

student demographics.
7. Participation in credentialed Leadership Training activities was only modestly associated with leadership outcomes.
8. Working for pay, either on or off campus, and most high-impact learning experiences were not strongly associated with leadership outcomes.

Ul A NN

RECOMMENDATIONS

These findings led to the following recommendations:

1. |dentify aspirational institutional benchmarks for student leadership outcomes.

2. Ensure curricular and co-curricular leadership education programs are grounded in theoretical and conceptual leadership models.

3. Develop and/or connect complementary curricular and co-curricular leadership education programs.

4. Incorporate experiences that are strongly associated with attainment of leadership outcomes (Key Finding 5) into high impact learning
experiences and leadership programs.

. Establish infrastructure that supports educators in effectively integrating evidence-based leadership education interventions.

. Engage in on-going leadership research and assessment.

7. Further assess and evaluate international students’ concept of leadership, its value, and incentives and barriers to participation and

outcome attainment.

o U

WHAT ARE THE NEXT STEPS?

* The MSL Survey data will be shared with a wide variety of audiences throughout UW'’s campus in order to create partnerships in
developing and strengthening educational practices that yield leadership outcome attainment.

* The MSL survey is planned to reoccur in 2021. On-going assessment efforts provide an opportunity for coordinated, intentional
interventions to improve leadership education for all students.

To become involved in these intentional educational efforts or the next iteration of the MSL Survey,
please visit: leadership.wisc.edu/research or contact Mark Kueppers, mark.kueppers@wisc.edu.
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RESULTS AND NEXT STEPS

In February and March 2018, 3,071 undergraduate and 171 pharmacy professional students completed the Multi-Institutional
Study of Leadership (MSL) survey. Survey invitations were sent in February 2018 to 13,555 students; 4,224 students started

the survey (32%) and 3,242 students completed the survey (24%). The MSL as part of on-going assessment efforts to develop
data-based and intentional interventions to improve leadership education for all students. The MSL is a survey study designed
“to examine student leadership values at institutional and national levels with specific attention to campus experience factors that
influence leadership development in college students”. As a nationally administered study, MSL results allow for a comparison of
UW-Madison students with those attending peer groups of institutions.

The MSL Task Force with representatives from multiple School & Colleges and Leadership Centers on campus, worked closely
with survey specialists to systematically review data focused on student demographics, student experiences during college, and
leadership-related outcomes. Over several months, the Task Force analyzed data to uncover potential key takeaways while
considering their ramifications. During this process, important themes emerged that are captured in the findings below.

KEY FINDINGS

| \// Key Finding 1: UW-Madison students scored as high or higher on leadership outcomes as students

at other institutions.

Compared to students at peer institutions and the MSL National Sample, UW-Madison students scored about the same or
higher on the Socially Responsible Leadership Scale (SRLS) and its six subscales. This finding also applied to the Resiliency,
Leadership Efficacy, Complex Cognitive Skills, Social Perspective Taking, Social Generativity and Hope scales.

—
I_D.Dﬂ_ Key Finding 2: Leadership outcome scores for UW-Madison students have been stable over time.

None of the leadership outcomes—SRLS and subscales, Resiliency, Leadership Efficacy, Complex Cognitive Skills, Social
Perspective-Taking, Social Generativity, Hope—changed substantially between 2015 and 2018.

Key Finding 3: UW-Madison School/College differences in leadership outcome scores
were infrequent.

The few exceptions were that Wisconsin School of Business students scored higher on Leadership Efficacy, School of Education
and School Nursing students scored higher on Citizenship, and School of Pharmacy students scored higher on Complex
Cogpnitive Skills.

except for international status and GPA.

Key Finding 4: Leadership outcome scores were not consistently associated with demographics

International students consistently scored lower than domestic students on nearly every leadership outcome, while students with
higher GPAs scored higher on most leadership outcomes.

Other differences by demographics were modest and infrequent. Men scored somewhat lower than women on the SRLS and
subscales, but higher on Resilience. LGBTQ students scored lower on several measures, including the SRLS and subscales,
Leadership Efficacy, Resilience, and Hope. There were no consistent differences by race/ethnicity or socioeconomic status.
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RESULTS AND NEXT STEPS

Key Finding 5: Some experiences—such as Socio-Cultural Discussions, Social Change Behaviors,
Student Groups, Community Service, Mentoring and Organizations—were strongly associated with
leadership outcome scores.

Students that more frequently participated in Socio-Cultural Discussions, Social Change Behaviors, Organizations and
Mentoring consistently scored higher on leadership outcomes. The same was true for students who participated in Community
Service, especially as part of a student organization, community organization, or on their own. Participation in Student

Groups was also associated with higher scores for leadership outcomes, particularly for Advocacy, Service or Student
Governance groups.

Key Finding 6: Participation in those experiences strongly associated with leadership outcome
scores (Key Finding 5) was not consistently associated with student demographics.

The few exceptions were that transfer students were less likely to participate in Mentoring, Organizations or Student Groups and
high GPA students were more likely to participate in Community Service, Organizations and Student Groups.

ﬂ' Key Finding 7: Participation in some leadership training activities was only modestly associated with
leadership outcomes.

—

Students who completed any leadership training activities scored higher on the Omnibus SRLS, Citizenship, Congruence,
Consciousness of Self, Leadership Efficacy, Complex Cognitive Skills, Social Generativity, Resilience, Hope, Search for Meaning
and Leadership Motivation. The leadership training activities having the most consistent associations were participation in
Leadership Certificate and Leadership Capstone Programs. Frequency of participation in Leadership Conferences, Retreats,
Lectures/Workshops, Positional Training, Courses and Short-Term Service Immersion Programs were positively associated with
some leadership outcomes.

Key Finding 8: Working for pay, either on or off campus, and most high-impact learning experiences
were not strongly associated with leadership outcomes.

Most high-impact learning experiences were only weakly associated with leadership outcomes, with participation in a practical

experience (Practicum, Internship, Field Experience, Co-Op or Clinical Experience) being the most strongly associated

with leadership outcomes. Participation in study abroad, learning communities, living-learning programs, research, first-year

experience and capstone experience were rarely associated with leadership outcomes. Working for pay, either on or off campus,

was not associated with leadership outcomes.
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RESULTS AND NEXT STEPS

GOALS AND RECOMMENDATIONS

As the key findings from this iteration of the MSL crystalized, the MSL Task Force considered goals and recommendations that
aligned with the data and best practices in leadership development.

‘ /\/I Recommendation 1: Identify aspirational institutional benchmarks for student leadership outcomes.

BACKGROUND: Undergraduate, graduate and professional students at UW-Madison are encouraged to engage in their own
personal Wisconsin Experience. This experience is intended to develop intellectual and personal growth in areas of empathy
and humility, relentless curiosity, intellectual confidence, and purposeful action. These areas of developmental focus set UW-
Madison students apart from their peers at other institutions, while also preparing them for life and career after graduation.
Establishing leadership outcome benchmarks relative to peer institutions and determining sources of support and ownership of
leadership education, both curricular and co-curricular, at UW-Madison will ensure on-going institutional success.

L%

= ()= Recommendation 2: Ensure curricular and co-curricular leadership education programs are grounded

& in theoretical and conceptual leadership models.

BACKGROUND: Within the last generation, researchers and theorists have developed conceptual leadership models to support
leadership education. Many of these models have had a specific focus on college students. Several years ago, a diverse group

of leadership education practitioners developed a research and theory-based leadership model that takes into consideration the
unique context of UW-Madison. The UW-Madison Leadership Framework has served to support leadership education and

is being integrated into curricular and co-curricular leadership education programs across campus in a variety of contexts. This
resource can further support academic schools and colleges that face increased pressure to demonstrate leadership outcomes
tied to their accreditation while providing the added benefit of connecting students’ experiences through common language.

% Recommendation 3: Develop and/or connect complementary curricular and co-curricular

leadership education programs.

BACKGROUND: Providing a breadth of curricular and co-curricular leadership programming focused on emerging leaders,

positional leadership, and other tailored leadership development topics is consistent with the growing commitment to leadership

education across higher education. The opportunity to connect these programs through a common, research-based, leadership

model, like the UW-Madison Leadership Framework, enables students to synthesize learning across multiple contexts.
Recommendation 4: Incorporate experiences that are strongly associated with attainment of
leadership outcomes into high impact learning experiences and leadership programs.

BACKGROUND: High impact learning experiences such as study abroad, practical experiences, learning communities,

living-learning programs, undergraduate research, first-year experiences and capstone experiences are known to help students

attain UW-Madison’s Essential Learning Outcomes. However, MSL results show that they are not consistently associated

with attainment of leadership outcomes. This reveals an opportunity to offer these high-impact learning experiences with

engagement in socio-cultural conversations outside the classroom, community service, student organizations, and mentoring.

Although there are numerous leadership training opportunities available on campus, few are coupled with high impact learning
experiences in a curricular setting and most are contained in the co-curricular environment.
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Recommendation 5: Establish infrastructure that supports educators in effectively integrating
evidence-based leadership education interventions.

BACKGROUND: Leadership, like other academic disciplines, is taught and researched extensively in a variety of contexts.
Unlike other academic disciplines, however, many staff and faculty across campus are tasked with generating student outcomes
in the discipline of leadership, in which they have limited or no academic background. By providing targeted support through
consultative services offered by leadership education specialists, staff and faculty will have access to resources that advance
student leadership learning.

Q Recommendation 6: Engage in on-going leadership research and assessment.

BACKGROUND: Educational programs, including those focused on leadership development, require systematic assessment

to ensure students are attaining learning outcomes and that programs are undergoing continuous improvement. UW-Madison’s
engagement with the MSL has been largely driven by this need. The data obtained from the MSL are complementary but not
duplicative of data obtained from other surveys, such as the National Survey of Student Engagement (NSSE). While NSSE

and MSL measure comparable input and environment variables, they measure different outcome variables. NSSE emphasizes
variables focused on broad educational outcomes such as communication skills, analytical skills, and professional skills while MSL
emphasizes variables focused on leadership development. The MSL and NSSE surveys are important self-assessment tools that
indirectly measure the success of education programs. Complementary direct assessment methods such as 3rd party reviews of
student work are also important and need to be developed if they do not exist or enhanced if they do exist.

Recommendation 7: Further assess and evaluate international students’ concept of leadership, its
value, and incentives and barriers to participation and outcome attainment.

BACKGROUND: Lower scores for the international students should not be considered as a deficit for these students. The
interpretation and value of ‘leadership’ can vary greatly—depending on many factors, including national origin and cultural
context. While the Multi-Institutional Study of Leadership data indicated consistently lower scores by international students
than domestic students on many leadership outcome scales, it is unclear what generated those results. By analyzing available
data, engaging in on-going conversations with international students, and reviewing existing research, the University can meet its
commitment to supporting the growing international student population by providing educational leadership programs that are
responsive to their needs.

NEXT STEPS

The MSL Survey data will be shared with a wide variety of audiences throughout UW'’s campus in order to create partnerships
in developing and strengthening educational practices that yield leadership outcome attainment. To become involved in these
intentional educational efforts or the next iteration of the MSL Survey, please visit: leadership.wisc.edu/research or contact Mark
Kueppers, mark.kueppers@wisc.edu.
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Executive Summary

As a world-renowned institution of higher education, UW-Madison is tasked with preparing the next
generation of graduates for a changing society and an evolving global economy, while ensuring the spirit
of the Wisconsin Idea lives forward by addressing complex social issues that benefit our campus, city,
state, and beyond. Developing our students’ leadership capacity serves as a compelling strategy to meet
these important responsibilities.

UW-Madison is regularly participating in the Multi-Institutional Study of Leadership (MSL) as part of on-
going assessment efforts to develop data-based and intentional interventions to improve leadership
education for all students. The MSL is a survey study designed “to examine student leadership values at
institutional and national levels with specific attention to campus experience factors that influence
leadership development in college students”. As a nationally administered study, MSL results allow for a
comparison of UW-Madison students with those attending peer groups of institutions.

The theoretical framework for the categories provided by the MSL is based in the Social Change Model of
Leadership Development (see Appendix B). Since inception, the MSL survey has grown to cover a wide
range of items and topics—more than 400 variables, scales, and composite measures in total—including:

¢ input variables such as gender, race/ethnicity, socioeconomic background, and others

e environmental variables such as high impact learning experiences, leadership training
experiences, community service, and others

e outcome variables such as measures from the Socially Responsible Leadership Scale, Resiliency,
Hope Agency and Pathways, Leadership Efficacy, Social Perspective Taking, and others

In the spring and summer of 2017, Mark Kueppers, Director of the Center for Leadership & Involvement
(CfLI) and Greg Harrington, College of Engineering and Chair of the Pieper Family Foundation Endowment
for Servant Leadership, facilitated the convening of an MSL Task Force that included leadership education
advocates from various schools, colleges, and other administrative units. The Task Force, in partnership
with the MSL national research team, administrative support from CfLl, and data analysis support from
the Division of Diversity, Equity & Educational Achievement, was tasked with generating a representative
UW-Madison undergraduate student sample that yielded sufficient participation from underrepresented
student populations. The MSL Task Force designed an incentive plan that produced a 24% survey
completion rate.

In February and March 2018, 3071 undergraduate students and 171 Doctor of Pharmacy students
completed the MSL survey. Demographic characteristics of students who completed the survey were
generally similar to the eligible UW-Madison student population. The MSL Task Force collectively
reviewed the results of the Multi-Institutional Study of Leadership (MSL) to understand:

e which student experiences are associated with leadership development;
e whether students have equitable access to these experiences.

Our purpose was to distill the extensive data provided by UW-Madison students into clear findings and
actionable recommendations.
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The MSL Task Force worked closely with survey specialists and our data analyst to systematically review
data focused on student demographics (that was both self-reported and obtained, via consent, from
institutional student records), student experiences during college, and leadership-related outcomes,
which revealed the following key findings:

1. UW-Madison students scored as high or higher on leadership outcomes as students at other
institutions.

2. Leadership outcome scores for UW-Madison students have been stable over time.

3. UW-Madison School/College differences in leadership outcome scores were infrequent.

4. Leadership outcome scores were not consistently associated with demographics except for
international status and GPA.

5. Some experiences — such as Socio-Cultural Discussions, Social Change Behaviors, Student Groups,
Community Service, Mentoring, and Organizations — were strongly associated with leadership
outcome scores.

6. Participation in those experiences strongly associated with leadership outcome scores (Key
Finding 5) was not consistently associated with student demographics.

7. Participation in some leadership training activities was only modestly associated with leadership
outcomes.

8. Working for pay, either on or off campus, and most high-impact learning experiences were not
strongly associated with leadership outcomes.

As the key findings from this iteration of the MSL crystalized, the MSL Task Force considered goals and
recommendations that aligned with the data and best practices in leadership development. The
recommendations below were developed, reviewed, and revised with the intent to advance leadership
education and research at UW-Madison.

1. Identify aspirational institutional benchmarks for student leadership outcomes.

2. Ensure curricular and co-curricular leadership education programs are grounded in theoretical
and conceptual leadership models.

3. Develop and/or connect complementary curricular and co-curricular leadership education
programs.

4. Incorporate experiences that are strongly associated with attainment of leadership outcomes
(Key Finding 5) into high impact learning experiences and leadership programs.

5. Establish infrastructure that supports educators in effectively integrating evidence-based
leadership education interventions.

6. Engage in on-going leadership research and assessment.

7. Further assess and evaluate international students’ concept of leadership, its value, and
incentives and barriers to participation and outcome attainment.

We believe it is our institutional responsibility, individually and collectively, to engage deeply with these
recommendations. The Task Force will be sharing this report and associated key takeaways widely with
campus administrators and leadership educators. We encourage our partners across campus and in the
community to consider specific action that can advance these goals. Consultative support is available
through Leadership @ UW and additional information related to UW-Madison’s involvement in the MSL
is available at www.leadership.wisc.edu. We thank you for sharing in this important effort.
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Message from the Task Force

We are a diverse group of leadership education advocates committed to ensuring access to meaningful
leadership learning opportunities for all students, especially those opportunities that focus on our
institutional leadership values of integrity, inclusive engagement, and connection to community®. As
faculty, staff, and students affiliated with a wide range of schools, colleges, and student service units, we
collectively reviewed the results of the Multi-Institutional Study of Leadership (MSL) to understand:

e which student experiences are associated with leadership development;
o whether students have equitable access to these experiences.

Our purpose was to distill the extensive data provided by UW-Madison students into clear findings and
actionable recommendations.

Our MSL Task Force worked closely with survey specialists to systematically review data focused on
student demographics, student experiences during college, and leadership-related outcomes. Over
several months, the Task Force analyzed data to uncover potential key takeaways while considering their
ramifications. Throughout the process, Task Force members raised important questions that guided our
review and expanded our inquiry.

The work of the MSL Task Force was grounded in shared communal values of transparency, honesty, and
intentionality. Important and difficult questions were raised and debated; data were reviewed and re-
reviewed; and key findings and recommendations were thoughtfully parsed on multiple occasions to
ensure their relevancy.

Leadership education should be routinely assessed, evaluated, and improved. Effective leadership
education prepares UW-Madison students for post-graduate careers and addresses complex social
challenges that exist on our campus, in our communities, and around the world. The MSL Task Force’s
commitment to broad student participation in this survey, exhaustive analysis of the survey’s results, and
generation of this report help establish the path to meet these ambitious goals.

The Task Force believes it is our institutional responsibility, individually and collectively, to engage deeply
with the enclosed recommendations. We will share this report and associated key takeaways widely with
campus administrators and leadership educators. We encourage our partners across campus and in the
community to consider specific action that can advance these goals. Consultative support is available
through Leadership @ UW and additional information related to UW-Madison’s involvement in the MSL
is available at www.leadership.wisc.edu. We thank you for sharing in this important effort.

1 UW Madison Leadership Framework. https://leadership.wisc.edu/leadership-framework/#values

Final Report on MSL 2018 Page iii May 2020



Introduction and Purpose

UW-Madison’s mission identifies its role in providing “...a learning environment in which faculty, staff and
students can discover, examine critically, preserve and transmit knowledge, wisdom and values that will
help ensure the survival of this and future generations and improve the quality of life for all.” To meet
this challenge, the institution must provide opportunities for students to develop their capacity to effect
positive change — or engage in the act of leadership. Embedded within the four core concepts of the
Wisconsin Experience?, leadership development occurs in curricular and co-curricular settings and is
inherently interdisciplinary. In many respects, UW-Madison can boast of its rich history in generating
leaders who are upholding our commitment to the Wisconsin Idea® and positively impacting the “quality
of life for all.”

To sustain and build upon this impressive history, UW-Madison must continually prepare the next
generation of graduates for an ever-changing society and an evolving global economy. According to the
World Economic Forum’s 2018 Future of Jobs Report, leadership and social influence will see “an outsized
increase in demand relative to their current prominence” by 2022. Employers recognize the need for
leadership development, as the National Association of Colleges and Employers considers it a core
competency for career readiness.* Leadership education has far reaching impact on our graduates and
those that they serve. Developing students’ leadership capacity also serves as a compelling strategy to
address the complex social issues that exist across our campus and in society — including campus climate,
sexual violence, alcohol abuse, and mental health — through community engagement.

Given the value of leadership education, the University must engage in regular and rigorous assessment
that evaluates attainment of student leadership outcomes. On-going assessment efforts provide an
opportunity for coordinated, intentional interventions to improve leadership education for all students.
The Multi-Institutional Study of Leadership (MSL) provides a psychometrically validated way in which to
measure leadership outcomes attainment, using the Social Change Model of Leadership Development as
the basis for measurement (see Appendix B). We acknowledge that other models exist and mapping
strategies have been used to align MSL results with other leadership models, including the UW-Madison
Leadership Framework (see Appendix C). Moving forward, it is imperative that assessment include
leadership models that are centered in equity and justice.

The MSL is a survey study designed “to examine student leadership values at institutional and national
levels with specific attention to campus experience factors that influence leadership development in
college students”.> As a nationally administered study, MSL results allow for a comparison of UW-Madison
students with those attending peer groups of institutions. UW-Madison has now participated in the 2009,
2015, and 2018 editions of the MSL. This ensures that key campus leadership initiatives, including
Leadership @ UW, are positioned to generate educational interventions supported by research. Similarly,
the purpose of this report is to:

1. Summarize the key findings of the 2018 MSL in several leadership scales
2. Provide prioritized recommendations for continuous improvement of curricular and co-curricular
leadership education at UW-Madison

2 https://wisconsinexperience.wisc.edu/

3 https://www.wisc.edu/wisconsin-idea/

4 https://www.naceweb.org/career-readiness/competencies/career-readiness-defined/
5 https://learningoutcomesassessment.org/documents/ILA2006.pdf
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Methods

The MSL survey instrument was designed by the MSL Research Team and Research Partners® and first
administered in 2006. The survey has been repeated at roughly 3-year intervals since. The 2018 survey
was administered online to students at 78 schools, including UW-Madison, via a collaboration with
SoundRocket (one of the MSL Research Partners). Since inception, the MSL survey has grown to cover a
wide range of items and topics—more than 400 variables, scales, and composite measures in total—
including:

1) Input Variables, such as:
a) Gender,
b) Race/Ethnicity
c) Socioeconomic background;
2) Environment Variables, such as participation in:
a) College experiences (closely mirroring UW-Madison high impact learning experiences),
b) Leadership training,
c) Student organizations, and
d) Community service;
3) Outcomes Variables, such as (see Appendix B for descriptions of each):
a) Core values from the Socially Responsible Leadership Scale
b) Other general measures such as resiliency, hope agency and pathways, leadership efficacy,
complex cognitive skills, social generativity, and social perspective taking
c) Measures of spirituality: search for meaning and purpose of life as well as measures of motivation:
external self-concept, internal self-concept, and goal internalization
d) Measures of public and private collective racial esteem, and importance of race to identity

The survey focused on UW-Madison undergraduate students as well as all Doctor of Pharmacy students
in the School of Pharmacy. Survey invitations were sent in February 2018 to 13,555 students; 4,224
students started the survey (32%) and 3,242 students completed the survey (24%). Demographic
characteristics of students who completed the survey were generally similar to the eligible UW-Madison
student population (see Table 1). Additional details on survey recruitment, student participation, survey
implementation, and data analysis are provided in our Technical Report.

An initial evaluation of the outcomes was provided by MSL. MSL’s reports and our Technical Report are
posted online at www.leadership.wisc.edu.

MSL reported average values for several cohorts, including the MSL national sample, Carnegie peer group
sample, Big Ten Coalition sample, and the 2015 UW-Madison sample. In addition, we analyzed every
outcome variable by a set of input variables and environment variables, and every environment variable
by input variables. Group differences were evaluated for both statistical significance and effect size.
Significant differences were only reported if the effect size was 0.2 standard deviations or greater.

5 https://www.leadershipstudy.net/about#fresearch-team-partners
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Table 1: Characteristics of Eligible Student Population and Survey Sample

Eligible Completed

Student Survey

Measure Population Sample
N Total 28926 3242
Sex/Gender? Female 52% 64%
Male 48% 35%
Transgender/Non-Binary - 1%
Missing e <1%
Sexual Orientation? Heterosexual e 94%
LGBTQ+ e 6%
Missing e 1%
Student of Color/ Student of Color (Domestic) 16% 26%
International Status® White (Domestic) 73% 67%
International 10% 6%
Missing 1% 1%
Full-/Part-Time Status* Part-Time 24% 22%
Full-Time 76% 78%
Admission Type* Start UW 87% 86%
Transfer 13% 14%
Year in School by Credits* Freshman 7% 6%
Sophomore 22% 21%
Junior 25% 23%
Senior 43% 45%
Professional 4% 5%
Primary School/College* College of Agricultural and Life Sciences 11% 13%
School of Business 9% 8%
School of Education 4% 5%
College of Engineering 12% 12%
School of Human Ecology 4% 4%
College of Letters and Science 53% 50%
School of Nursing 3% 3%
School of Pharmacy 4% 5%
First-Generation College Status* Yes 18% 22%
No 82% 78%
Pell Grant Eligibility Status* Yes 15% 18%
No 85% 82%

! Sex at birth was recorded on the admission application with the only options being female and male, current gender was self-reported on
the survey; % Sexual orientation is not asked or stored in the student record; 3 Consistent with federal reporting categories, Student of Color is
defined as domestic students that identify as African American or Black; American Indian or Alaska Native; Pacific Islander or Native Hawaiian;
Southeast Asian; Asian or Asian American other than Southeast Asian; Chicano(a), Latino(a), Latinx or Hispanic; or Multi-Racial or Biracial.
Student demographic data is self-reported. Data for eligible population is from administrative records. * From administrative records.
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Key Findings

The MSL Task Force worked closely with survey specialists to systematically review data focused on
student demographics, student experiences during college, and leadership-related outcomes. Over
several months, the Task Force analyzed data to uncover potential key takeaways while considering their
ramifications. During this process, important themes emerged that are captured in the findings below.

Key Finding 1: UW-Madison students scored as high or higher on leadership outcomes as students at
other institutions.

Compared to students at peer institutions and the MSL National Sample, UW-Madison students scored
about the same or higher on the Socially Responsible Leadership Scale (SRLS) and its six subscales (see
Table 2). This finding also applied to the Resiliency, Leadership Efficacy, Complex Cognitive Skills, Social
Perspective Taking, Social Generativity, and Hope scales.

Table 2. Comparison of UW-Madison’s Omnibus SRLS Score with Other Institutions’

Cohort Omnibus SRLS®
UW-Madison 4.17
All Institutions 4.14
Carnegie Peers 4.12
Big Ten Institutions 411
Selected Peers 4.05

Notes: all differences between UW-Madison and other groups were statistically significant at p < 0.01; light shading with black
type shows differences between UW-Madison and other groups with a small effect size (Cohen’s d between 0.2 and 0.5), and
no shading shows differences between UW-Madison and other groups with a trivial effect size (Cohen’s d smaller than 0.2).

Key Finding 2: Leadership outcome scores for UW-Madison students have been stable over time.
None of the leadership outcomes—SRLS and subscales (Table 3), Resiliency, Leadership Efficacy, Complex
Cognitive Skills, Social Perspective-Taking, Social Generativity, Hope—changed substantially between

2015 and 2018.

Table 3. Comparison of UW-Madison’s Omnibus SRLS Score in 2015 and 2018

Year of Survey Omnibus SRLS
2018 4.17
2015 4.19

Note: the difference between 2015 and 2018 was not statistically significant at p < 0.01.

7 Big Ten institutions: lllinois, Indiana, Maryland, Michigan, Minnesota, Northwestern, Purdue, and Rutgers / Selected peers: North Carolina,
Virginia Tech, Washington, and Toronto / Carnegie very high research institution peers: Big Ten peers and selected peers plus Colorado State,
Emory Univ., George Washington Univ., lllinois at Chicago, New York Univ., Univ. of Rochester, SUNY at Albany, Temple Univ., Washington Univ.
in St. Louis / All participating U.S. institutions: 73 U.S. institutions, including the 20 U.S. institutions listed above.

8 Omnibus SRLS is a composite measure of the socially responsible leadership scales (SRLS), which are reflective of the six sub-scales (Citizenship,
Controversy with Civility, Collaboration, Commitment, Congruence, and Consciousness of Self).
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Key Finding 3: UW-Madison School/College differences in leadership outcome scores were infrequent.
The few exceptions were that School of Business students scored higher on Leadership Efficacy, School of
Education and School Nursing students scored higher on Citizenship, and School of Pharmacy students

scored higher on Complex Cognitive Skills.

Table 4. UW-Madison’s Omnibus SRLS Scores by School/College Cohort

Cohort Omnibus SRLS
College of Agricultural and Life Sciences 4.15
School of Business 4.21
School of Education 4.24
College of Engineering 4.16
School of Human Ecology 4.18
College of Letters and Science 4.16
School of Nursing 4.25
School of Pharmacy (includes PharmD students) 4.15

Note: Differences between cohorts were not statistically significant at p < 0.01.

Key Finding 4: Leadership outcome scores were not consistently associated with demographics except
for international status and GPA.

As shown in Table 5, international students consistently scored lower than domestic students on nearly
every leadership outcome, while students with higher GPAs scored higher on most leadership outcomes.

Other differences by demographics were modest and infrequent. Men scored somewhat lower than
women on the SRLS and subscales, but higher on Resilience. LGBTQ students scored lower on several
measures, including the SRLS and subscales, Leadership Efficacy, Resilience, and Hope. There were no
consistent differences by race/ethnicity or socioeconomic status.

Table 5. UW-Madison’s Omnibus SRLS Scores by Nationality and GPA Status

Cohort Omnibus SRLS
By International Status
International 3.90
Domestic 4.18
By GPA Status
GPA<3.0 4.05
GPA2>3.0 4.19

Notes: all differences were statistically significant at p < 0.01; moderate shading with white type
shows differences with a moderate effect size (Cohen’s d between 0.5 and 0.8), light shading with
black type shows differences with a small effect size (Cohen’s d between 0.2 and 0.5).
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Key Finding 5: Some experiences — such as Socio-Cultural Discussions, Social Change Behaviors, Student
Groups, Community Service, Mentoring, and Organizations — were strongly associated with leadership
outcome scores.

Students that more frequently participated in Socio-Cultural Discussions, Social Change Behaviors,
Organizations, and Mentoring consistently scored higher on leadership outcomes (see Table 6). The same
was true for students who participated in Community Service, especially as part of a student organization,
community organization, or on their own. Participation in Student Groups was also associated with higher
scores for leadership outcomes, particularly for Advocacy, Service, or Student Governance groups.

Key Finding 6: Participation in those experiences strongly associated with leadership outcome scores
(Key Finding 5) was not consistently associated with student demographics.

The few exceptions were that transfer students were less likely to participate in Mentoring, Organizations,
or Student Groups and high GPA students were more likely to participate in Community Service,
Organizations, and Student Groups (see Table 7).

Key Finding 7: Participation in some leadership training activities was only modestly associated with
leadership outcomes.

Students who completed any leadership training activities scored higher on the Omnibus SRLS (see Table
6), Citizenship, Congruence, Consciousness of Self, Leadership Efficacy, Complex Cognitive Skills, Social
Generativity, Resilience, Hope, Search for Meaning, and Leadership Motivation. The leadership training
activities having the most consistent associations were participation in Leadership Certificate and
Leadership Capstone Programs. Frequency of participation in Leadership Conferences, Retreats,
Lectures/Workshops, Positional Training, Courses, and Short-Term Service Immersion Programs were
positively associated with some leadership outcomes.

Key Finding 8: Working for pay, either on or off campus, and most high-impact learning experiences
were not strongly associated with leadership outcomes.

Most high-impact learning experiences were only weakly associated with leadership outcomes (see Table
6), with participation in a practical experience (Practicum, Internship, Field Experience, Co-Op or Clinical
Experience) being the most strongly associated with leadership outcomes. Participation in study abroad,
learning communities, living-learning programs, research, first-year experience and capstone experience
were rarely associated with leadership outcomes. Working for pay, either on or off campus, was not
associated with leadership outcomes.
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Table 6. Associations between Omnibus SRLS and Experiences in College

Type of College Experience

Omnibus SRLS

Participation in Social-Cultural Discussions Yes 4.18
No 3.60
Participation in Social Change Behaviors Yes
No
Participation in a Student Group? Yes
No
Participation in Community Service Yes 4.28
No 4.07
Participation in Mentoring Yes 4.19
No 3.98
Participation in an Organization®? Yes 4.18
No 3.98
Participation in any Leadership Training Yes 4.27
No 4.13
Participation in High Impact Learning Yes 4.19
Experiences No 4.07
Work On or Off Campus Yes 4.20
No 4.11

Note: Dark shading with white italic type shows differences with a large effect size (Cohen’s d larger than 0.8),
moderate shading with white type shows differences with a moderate effect size (Cohen’s d between 0.5 and
0.8), light shading with black type shows differences with a small effect size (Cohen’s d between 0.2 and 0.5),

and no shading shows differences with a trivial effect size (Cohen’s d smaller than 0.2).

Table 7. Association of Transfer Status and GPA Status with
Percentage of Students that Participated in Selected Activities

Non-Transfer  Transfer Students with  Students with
Students Students GPA<3.0 GPA 23.0
Mentoring 90% 83% 87% 90%
Organizations 93% 87% 87% 93%
Student Groups 93% 85% 86% 93%
Community Service 46% 38% 35% 47%
Leadership Training 29% 25% 23% 29%
High Impact Learning Experiences 80% 79% 72% 81%
Work On or Off Campus 61% 69% 60% 62%

Note: Shaded cells indicate statistically significant differences of means (p < 0.01) with effect sizes of at least 0.20 standard deviations.

9 Any on-campus student group.

10 Any on-campus or off-campus organization.
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Goals and Recommendations

As the key findings from this iteration of the MSL crystalized, the MSL Task Force considered goals and
recommendations that aligned with the data and best practices in leadership development. Each
recommendation includes sections that provide additional context and suggestions for initial action. The
intent is to encourage purposeful engagement by providing guidance, without being prescriptive.
Information included in the “Examples of On-Going Efforts” section, while not exhaustive, serves to
acknowledge and honor on-going work. Recommendations were developed, reviewed, and revised with
the intent to advance leadership education and research at UW-Madison.

Recommendation 1: Identify aspirational institutional benchmarks for student leadership outcomes.

BACKGROUND

Undergraduate, graduate and professional students at UW-Madison are encouraged to engage in their
own personal Wisconsin Experience. This experience is intended to develop intellectual and personal
growth in areas of empathy and humility, relentless curiosity, intellectual confidence, and purposeful
action. These areas of developmental focus set UW-Madison students apart from their peers at other
institutions, while also preparing them for life and career after graduation. Establishing leadership
outcome benchmarks relative to peer institutions and determining sources of support and ownership of
leadership education, both curricular and co-curricular, at UW-Madison will ensure on-going
institutional success.

POTENTIAL NEXT STEPS

e Convene campus leadership educators to identify benchmarks that are clearly mapped to the UW-
Madison Leadership Framework and are based on evidence from published research and
employer feedback.

e Share identified benchmarks with senior campus administrators to ensure aspirations are
consistently communicated to all institutional stakeholders and resources are provided to meet
these goals.

e Use benchmarks strategically to build external relationships, including employers of UW-Madison
graduates.

EXAMPLES OF ON-GOING EFFORTS
e The MSL Task Force is unaware of examples of on-going efforts that closely align with this specific
recommendation. The Task Force will continue to look for examples as it communicates the
results of this report to campus.

Recommendation 2: Ensure curricular and co-curricular leadership education programs are grounded
in theoretical and conceptual leadership models.

BACKGROUND

Within the last generation, researchers and theorists have developed conceptual leadership models to
support leadership education. Many of these models have had a specific focus on college students.
Several years ago, a diverse group of leadership education practitioners developed a research and
theory based leadership model that takes into consideration the unique context of UW-Madison. The
UW-Madison Leadership Framework has served to support leadership education and is being integrated
into curricular and co-curricular leadership education programs across campus in a variety of contexts.
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This resource can further support academic schools and colleges that face increased pressure to
demonstrate leadership outcomes tied to their accreditation while providing the added benefit of
connecting students’ experiences through common language.

POTENTIAL NEXT STEPS
e Encourage use of leadership theories and concepts that form the basis for the UW-Madison
Leadership Framework to generate student learning outcomes
e Encourage education programs that critically evaluate complementary and contradictory
components of different leadership theories
e Identify ways these theories and concepts can enhance UW-Madison’s Essential Learning
Outcomes

EXAMPLES OF ON-GOING EFFORTS
e The College of Engineering is developing a for-credit course on critical evaluation of leadership
competencies for engineers, to complement co-curricular work with student organizations.
e The MSL Task Force is unaware of other examples of on-going efforts that closely align with this
specific recommendation. The Task Force will continue to look for examples as it communicates
the results of this report to campus.

Recommendation 3: Develop and/or connect complementary curricular and co-curricular leadership
education programs.

BACKGROUND

Providing a breadth of curricular and co-curricular leadership programming focused on emerging
leaders, positional leadership, and other tailored leadership development topics is consistent with the
growing commitment to leadership education across higher education. The opportunity to connect
these programs through a common, research-based, leadership model, like the UW-Madison Leadership
Framework, enables students to synthesize learning across multiple contexts.

POTENTIAL NEXT STEPS
e Convene campus leadership educators to identify:

o Existing curricular and co-curricular synergies already in place on campus, including
synergies with co-curricular engagement opportunities.

o Peerinstitutions that are already doing well with these efforts, then summarize their
programs and metrics.

o Gaps in curricular and co-curricular leadership programming across campus, using the above
information.

e Campus leadership educators communicate best and emerging practices for implementation of
leadership education to senior campus administrators, with the request to:

o Provide resources and support to educators who seek to integrate experiences associated
with leadership outcomes attainment, such as socio-cultural discussions outside the
classroom, participation in social change behaviors, engagement in student groups, and
mentoring programs.

e Connect leadership education programming through shared leadership language, guided by the
UW-Madison Leadership Framework.

e |dentify appropriate eligibility criteria for participation in leadership education programs to ensure
broad accessibility and participation, with specific attention paid to GPA and transfer status.
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EXAMPLES OF ON-GOING EFFORTS
e The College of Engineering has recently hired a new Director of Student Organizations and
Leadership Development, who is leading an effort to develop curricular leadership programming
that can be connected to the existing framework of co-curricular leadership programming.
e Inthe School of Business, the Accenture Leadership Center enables students to complement their
undergraduate academic curriculum with a variety of curricular, co-curricular and student-led
experiences.

Recommendation 4: Incorporate experiences that are strongly associated with attainment of
leadership outcomes into high impact learning experiences and leadership programs.

BACKGROUND

High impact learning experiences such as study abroad, practical experiences, learning communities,
living-learning programs, undergraduate research, first-year experiences, and capstone experiences are
known to help students attain UW-Madison’s Essential Learning Outcomes. However, MSL results show
that they are not consistently associated with attainment of leadership outcomes. This reveals an
opportunity to offer these high-impact learning experiences with engagement in socio-cultural
conversations outside the classroom, community service, student organizations, and mentoring.
Although there are numerous leadership training opportunities available on campus, few are coupled
with high impact learning experiences in a curricular setting and most are contained in the co-curricular
environment.

POTENTIAL NEXT STEPS
e Offer high impact learning experiences with engagement in experiences that help students attain
leadership outcomes in addition to other educational outcomes.
o Example: integrate socio-cultural conversations or community service into senior capstone
experiences.
e Increase impact of leadership training through intentional facilitation, application, integration, and
provision of experiences known to enhance attainment of educational outcomes.

EXAMPLES OF ON-GOING EFFORTS
e The Department of Civil and Environmental Engineering is collaborating with the Morgridge
Center for Public Service to incorporate community-based learning opportunities into Civ Engr
578: Senior Capstone Design.
e Similarly, the School of Pharmacy is incorporating community-based learning opportunities into a
series of Pharmacy Practice courses for students in the Doctor of Pharmacy program.

Recommendation 5: Establish infrastructure that supports educators in effectively integrating
evidence-based leadership education interventions.

BACKGROUND

Leadership, like other academic disciplines, is taught and researched extensively in a variety of contexts.
Unlike other academic disciplines, however, many staff and faculty across campus are tasked with
generating student outcomes in the discipline of leadership, in which they have limited or no academic
background. By providing targeted support through consultative services offered by leadership
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education specialists, staff and faculty will have access to resources that advance student leadership
learning.

POTENTIAL NEXT STEPS

e Assess Leadership @ UW'’s capacity to support leadership education efforts across campus.

e Determine a service model and develop tools/resources that meet the evolving needs of
educators in various schools, colleges, and divisions.

e Provide on-going consultative support and resources to educators through dissemination of best
practices and educator training that results in transformative leadership programming.

e Generate educational interventions focused on socio-cultural discussions, participation in social
change behaviors, engagement in student groups, and mentoring programs that can be applied in
various contexts.

CURRENT RELATED EFFORTS
e Individual and group consultative support through services offered by Leadership @ UW, including
an existing Community of Practice dedicated to guiding educators in integrating leadership into
curriculum.

Recommendation 6: Engage in on-going leadership research and assessment.

BACKGROUND

Educational programs, including those focused on leadership development, require systematic
assessment to ensure students are attaining learning outcomes and that programs are undergoing
continuous improvement. UW-Madison’s engagement with the MSL has been largely driven by this
need. The data obtained from the MSL are complementary but not duplicative of data obtained from
other surveys, such as the National Survey of Student Engagement (NSSE)*!. While NSSE and MSL
measure comparable input and environment variables (as noted in the Methods section), they measure
different outcome variables. NSSE emphasizes variables focused on broad educational outcomes such
as communication skills, analytical skills, and professional skills while MSL emphasizes variables focused
on leadership development. The MSL and NSSE surveys are important self-assessment tools that
indirectly measure the success of education programs. Complementary direct assessment methods
such as 3™ party reviews of student work are also important and need to be developed if they do not
exist, or enhanced if they do exist.

POTENTIAL NEXT STEPS
e Continue to participate in the Multi-Institutional Study of Leadership, as an indirect assessment
tool, at 3 year intervals.
e For both curricular and co-curricular programs, develop and use educational assessment tools that
directly and indirectly measure attainment of leadership outcomes.
e Ensure collected data informs efforts to enhance leadership outcomes attainment.

EXAMPLES OF ON-GOING EFFORTS
e Student Affairs departments are mapping co-curricular program outcomes to see how those
contribute to students’ Wisconsin Experience.
e The Wisconsin Union has surveyed students on leadership training.

11 yw-Madison’s NSSE data and reports can be found at https://apir.wisc.edu/students/nsse/
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e The Center for Leadership & Involvement has been collecting assessment data aligned with the
UW-Madison Leadership Framework, for students in the Leadership Certificate program and for
alumni of this program.

e Other units on campus are also using surveys that may measure leadership outcomes. Examples
include the National Survey of Student Engagement and the First Destination Survey.

e The UW-Madison Leadership Framework is engaged in a content validation exercise to ensure
alignment with emerging leadership research.

Recommendation 7: Further assess and evaluate international students’ concept of leadership, its
value, and incentives and barriers to participation and outcome attainment.

BACKGROUND

Lower scores for the international students should not be considered as a deficit for these students. The
interpretation and value of ‘leadership’ can vary greatly — depending on many factors, including national
origin and cultural context. While the Multi-Institutional Study of Leadership data indicated consistently
lower scores by international students than domestic students on many leadership outcome scales, it is
unclear what generated those results. By analyzing available data, engaging in on-going conversations
with international students, and reviewing existing research, the University can meet its commitment to
supporting the growing international student population by providing educational leadership programs
that are responsive to their needs.

POTENTIAL NEXT STEPS
e Convene a group of leadership educators, international student support staff, and international
students to examine available data and research.
o Review existing MSL data on international students’ definition of leadership (compared with
domestic students’ definition).
o Review body of research on leadership development for international students.
o Identify a path to collecting additional data, if deemed appropriate.
e Consider including a custom question in the 2021 iteration of the Multi-Institutional Study of
Leadership that would further explore:
o The value of leadership education and barriers to outcomes attainment;
o Student understanding of the survey terminology.
e Promote cultural competency and awareness in curricular and co-curricular settings.
e Commit additional resources to support cross-campus collaboration to engage international
students in relevant leadership development.

EXAMPLES OF ON-GOING EFFORTS
e |ISS’ International Student Advisory Board is currently being established and is recruiting diverse
student participation (education level, nationality, transfer student, etc.).
e BRIDGE International Peer Mentor Program is re-establishing its mission and learning outcomes to
align with social justice and the UW-Madison Leadership Framework.
e International Reach is being redesigned into a cohort model which focuses on leadership
development and the Wisconsin Experience.
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Appendix B: MSL and the Social Change Model of Leadership
Development

The theoretical framework for the categories provided by the MSL (named the “seven Cs” in their
reporting) is based in the Social Change Model of Leadership Development, which was developed
specifically for college students. In the words of the MSL:

“The social change model of leadership development (Higher Education Research Institute [HERI],
1996) ... is consistent with contemporary theoretical perspectives that suggest leadership is a
relational, transformative, process-oriented, learned, and change-directed phenomenon
(Komives & Dugan, 2010; Rost, 1991). Similarly, the central principles associated with the social
change model involve social responsibility and change for the common good. These are achieved
through the development of eight core values targeted at enhancing students’ levels of self-
awareness and abilities to work with others. The values include: consciousness of self,
congruence, commitment, common purpose, collaboration, controversy with civility, and
citizenship. These values function at the individual (i.e., consciousness of self, congruence
commitment), group (i.e., common purpose, collaboration, and controversy with civility), and
societal (i.e., citizenship) levels. The dynamic interaction across levels and between values
contributes to social change for the common good, the eighth critical value associated with this
model. For more information on the social change model consult: A Social Change Model of
Leadership Development: Guidebook Version Il (HERI, 1996) or Leadership for a Better World:
Understanding the Social Change Model of Leadership Development (Komives, Wagner, &
Associates, 2009).”

An illustration of the relationship between core values is provided in Figure B-1.

Diagram of the Social Change Model

Group Values

+ Collaboration
» Common Purpose
+» Controversy

With Civility

+ Consciousness »
of self

» Congruence -

» Commitment

Individual Values Society/Community Values

Figure B-1. Illustration of the core values within the Social Change Model of Leadership Development
(Wagner, 2006).
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The MSL was designed specifically to measure leadership development among college students, and
adopted from the Socially Responsible Leadership Scale (SRLS) developed by Tyree (1998). Tyree’s original
scale includes a characteristic Change which was not included as an aggregate measure within the MSL.
The MSL also excluded the core value of “common purpose” in the 2015 survey. The MSL did, however,
include an aggregate measure SRLS, which represents overall leadership as defined by the Socially
Responsible Leadership Scale. Empirical testing validated this decision and demonstrated that the
omnibus measure of SRLS was more accurate and statistically appropriate than the Change Scale (Multi-
Institutional Study of Leadership, 2015). Furthermore, confirmatory factor analyses using structural
equation modeling demonstrated that the Common Purpose Scale did not measure a construct unique
from the Collaboration Scale (Multi-Institutional Study of Leadership, 2015).

Given this background, the core leadership outcomes measured by MSL are defined as follows:

e Consciousness of Self: Awareness of the beliefs, values, attitudes, and emotions that motivate
one to take action.

e Congruence: Thinking, feeling, and behaving with consistency, genuineness, authenticity, and
honesty towards others; actions are consistent with most deeply held beliefs and convictions.

e Commitment: The psychic energy that motivates the individual to serve and that drives the
collective effort; implies passion, intensity, and duration, and is directed toward both the group
activity as well as its intended outcomes.

e Collaboration: To work with others in a common effort; constitutes the cornerstone value of the
group leadership effort because it empowers self and others through trust.

e Controversy with Civility: Recognizes two fundamental realities of any creative group effort: that
differences in viewpoint are inevitable, and that such differences must be aired openly, but with
civility. Civility implies respect for others, a willingness to hear each other’s views, and the exercise
of restraint in criticizing the views and actions of others.

e Citizenship: The process whereby an individual and the collaborative group become responsibly
connected to the community and the society through the leadership development activity. To be
a good citizen is to work for positive change on the behalf of others and the community.

e Omnibus SRLS: Encompasses the “change” in the social change model by looking at an aggregate
of the previous 6 C’s.

MSL and Other Outcome Measures

In their 2015 survey work, MSL included several alternative measures of leadership outcomes
attainment. This work was designed to examine students’ experiences during college and their influences
on leadership-related outcomes. These alternative measures are as follows:

o Leadership Efficacy: Measures individuals’ internal beliefs in the likelihood that they can be
successful in the leadership process.
e Complex Cognitive Skills: includes critical thinking, self-directed learning, making complex
connections.
e Social Perspective-Taking: measures a student’s ability to see alternative social perspectives.
e Hope: the process of thinking about one’s goals, along with the motivation to move toward those
goals, and the ways to achieve those goals (Snyder 1991, 1995, 2002).
o Hope Agency: the motivation to pursue goals.
o Hope Pathways: the practical steps taken/planned to achieve goals.
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e Spirituality — Search for Meaning: the process of meaning-making with self and community
through the act of seeking congruence of one’s personal values, living a balanced and integrated
life, and willingness to engage with and accept others whose values and beliefs may be different
from one’s own.

e Collective Racial Esteem (CRE): examines an individual’s domain-specific sense of self-concept
related to membership in a broader racial group informed by four subcomponents representing
(Crocker, Luhtanen, Blaine, & Broadnax, 1994):

o Private CRE: personal assessment of the value of one’s racial group.

o Public CRE: personal beliefs regarding how others value one’s racial group.

o Identity Salience: the degree of centrality of one’s racial group membership to their self-
concept.

o Membership: personal beliefs about how well one functions as a member of their racial
group.

e Sense of Belonging: degree of feelings of affiliation with the campus community in a positive way.
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E Leadership @ UW

Inspiring Purposeful Action and Positive Change

Leadership at UW-Madison

The University of Wisconsin-Madison has a rich history of developing engaged citizens in an ever changing global
society. These citizens have gone on to demonstrate leadership in the private sector, non-profit organizations, and
public service. We believe this is not coincidental but a natural outgrowth of our university’s culture and mission.

Elements of leadership development are visible across campus in organizations, programs, and courses. The
Coordinated Leadership Initiative was launched to connect leadership opportunities for the benefit of UW-Madison
students, faculty, and staff. Coordinated Leadership honors the university’s timeless tradition of sifting and winnowing,
in pursuit of the best practices of leadership development. The purpose of Coordinated Leadership is to:

= llluminate and connect leadership courses, programs, and opportunities.
= Facilitate a shared vision and common language for leadership.
= |dentify and promote practices, approaches, and behavior that cultivate positive change.

The UW-Madison Leadership Framework

As an academic institution we have a responsibility to shepherd an understanding of leadership. Our university
community is served best when it can reference a common framework for leadership with a uniquely Madison
perspective. Research-based and developed in consultation with students, faculty, and staff from across campus,
the framework is founded on the principles that leadership is an action-oriented endeavor not based on position or
level of authority. It recognizes that context matters and each situation requires unique engagement. The framework
articulates ways of engaging in the act of leadership - understood as the phenomenon of positive change in an
individual, group, or community’s beliefs, values, or behaviors. The Leadership Framework is built on three central
assumptions:

= Leadership generates observable outcomes
* These outcomes are informed by three key values of UW-Madison
= These outcomes occur when an individual has developed certain leadership competencies

Values

The key values within the UW-Madison Leadership Framework represent a set of cultural beliefs or ideals that are
consistent with our University’s history and mission. They serve as a foundation for the framework and help to
support the work of leadership development and leadership outcomes.

INTEGRITY - Transparency and truth are central touchstones for integrity. We aim for transparency of information
and processes, because we believe openness and accessibility facilitate trust, particularly when there are diverse and
divergent perspectives on an issue. We hold ourselves accountable to reach decisions through an ethical process and
accept responsibility for acting in the interest of all stakeholders.

INCLUSIVE ENGAGEMENT - The heart of leadership is the art of inspiring active, informed engagement, and decision-
making in the pursuit of the common good. Inclusive Engagement is the process by which we strive to seek and
value the input of all, thereby realizing the benefit of the breadth of intelligence among us. At its core, Inclusive
Engagement values the crucial knowledge, experiences, and contributions of us all.

CONNECTION AND COMMUNITY - Leadership requires working with communities rather than working on
communities by identifying, aligning, and pursuing goals that are mutually beneficial for all people impacted. With
humility, we seek to foster active partnerships ratherthan imposing solutions.



Competencies

The UW-Madison Leadership Framework competencies are skills, abilities, o E T PE EEEET B

or knowledge sets that can be taught or developed. All competencies have
indicators that allow them to be observed and measured.

SELF-AWARENESS - Consistently self-reflecting in order to reveal strengths,
limitations, beliefs, values, and attitudes that generate engagement;
Committing to personal development in order to provide greater
understanding of multiple identities and experiences that affect the ability
to facilitate change

INTERPERSONAL COMMUNICATION - Developing essential relationships
through listening, considering, and responding to the needs of
individuals and the situation; Having the ability to communicate in tactful,
compassionate, and sensitive ways to enable these relationships to evolve

SUPPORTING LEARNING AND DEVELOPMENT OF OTHERS - Developing
the capacity and engagement of individuals and groups through feedback
and coaching

HONORING CONTEXT AND CULTURE - Seeking to understand the
organization, culture, system, politics, and dynamics and their influence
on actions needed to achieve the group’s goals

DECISION-MAKING - Arriving at decisions that impact others and the
organization in which the decisions are made; Employing critical and
strategic thinking to enable creative solutions to be considered and

pursued; Recognizing that with important systemic dimensions, analysis B ETEEREE B

andideas from multiple sources give way to implementation and evaluation

FOSTERING BRIDGE-BUILDING AND COLLABORATION - Through cooperative participation, encouraging everyone to
take ownership of the work that is being done and the outcomes that are created; Creating an environment where
differences are appreciated, knowing that conflict can serve to expose new solutions to complex problems

MOVING IDEAS INTO ACTION - Offering a compelling vision that inspires groups to engage in the ambiguous
transformation process; Being aware that co-creation processes focused on common goals require steady, yet
flexible, interventions

Outcomes

Leadership outcomes are detailed, specific, measurable/identifiable, and meaningful statements. They are the
knowledge, skills, and abilities that might result when an individual upholds the values while endeavoring to
demonstrate the competencies in their leadership practice.

The following matrix shows outcomes that can be generated when specific leadership competencies are executed
while living each of the leadership values. The matrix focuses on individuals’ behavioral practices and provides
examples of observable and measurable outcomes. It includes examples of knowledge, skills and abilities that might
result when an individual enacts leadership behavior.

K = Knowledge: Awareness, information, or understanding about facts, principles, and concepts
S = Skills: Acquired expertise to carry out particular tasks

A = Abilities: Personal characteristics, attitudes, values, or traits
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Self-Awareness

Interpersonal
Communication

Supporting
Learning and
Development

of Others

Honoring
Context and
Culture

Integrity

K Understanding personal motivation
to serve and how it relates to the
collective effort

K Understanding one’s own culture
and context and how it influences
participation

A Valuing fact-based information

A Maintaining focus on truth over
achievement

A Thinking, feeling, and behaving
with consistency, genuineness,
authenticity, and honesty towards
others

A Ensuring transparency for the
scrutiny of all the group’s stakeholders

A Committing to working hard and
continuous learning

VALUES

Inclusive Engagement

K Reflecting on personal beliefs,
values, attitudes, and emotion that
motivate one to take action

K Understanding one’s own strengths
and limitations

S Creating processes for open
communication and dialogue

S Creating on-going opportunities for
feedback and reflection

S Engaging others who complement
group and individual limitations

A Appreciating the knowledge,
talents, and contributions of those in
the community

A Recognizing the value of broad
community participation in creating
change

Connection and Community

K Evaluating and being attentive to
the degree of participation among
group members

K Building awareness of one’s
influence on the dynamics and needs

of the group

K Ensuring each member is part of
goal attainment

A Demonstrating humility

A Sharing ownership in the work and
results of the group’s efforts

S Appropriately addressing anxiety
and conflict

A Encouraging open and honest
communication

A Modeling vulnerability by actively
disclosing information that benefits
the group

S Engaging various individual and
group communication strategies to
draw out participation of others

S Listening to individual perspectives
and ensuring they are reflected in
group outcomes

S Adapting one’s approach in order to
be responsive to the needs of others

S Cultivating a network of peers and
colleagues in diverse communities

S Mediating conflict to further the
group’s mission

S Developing trust with others in the
group

A Openly acknowledging and
appreciating the contributions of
others

S Providing and receiving feedback
for the purposes of continued
learning

A Leading by example to help others
be authentic contributors

A Supporting others to take risks
that allow new information and
perspectives to emerge

S Assessing the goals, needs, and
aspirations of others to support
growth and development

S Facilitating the learning of others by
delegating work that extends current
knowledge or experience

S Partnering in peer-to-peer learning

S Providing direction to resources
that support others’ growth

S Developing group facilitation
knowledge in others

A Engaging others in community
work to expand their network of
peers and colleagues

A Trusting others to represent the
group in community forums

K Understanding the culture and
context in which the group exists

K Acknowledging the impact of
systemic racism, sexism, ableism, etc.,
on individuals and environments

K Being aware of judging others’
behavior and beliefs according to the
standards of one’s own culture

A Recognizing the value and
challenges of cultural differences

S Encouraging full participation of all
members by identifying and removing
barriers

S Challenging what is culturally
dominant or normative for the group
or institution

K Demonstrating knowledge of
history and cultural context of each
constituency

S Identifying goals that are
meaningful to all

S Promoting trust and good will
across different cultures

S Building and engaging with
intersectional communities
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Decision-Making

Fostering
Bridge-
Building and
Collaboration

Moving Ideas
into Action

Integrity

K Acknowledging one’s self-interest
and ensuring it doesn’t interfere with
decision-making process

S Engaging affected communities in
decision-making that impacts them

S Leading decision-making processes
with transparent criteria and goals

A Exhibiting personal accountability
for decisions made

A Demonstrating the flexibility to
recognize when a decision needs to be
revisited

VALUES

Inclusive Engagement

K Recognizing “groupthink” and
encouraging alternatives

S Encouraging consensus-building
through constructive dialogue

S Creating processes where all
perspectives are actively sought out
and invited

S Synthesizing divergent perspectives
to help move towards a final decision
A Helping the group stay focused on
the common goal

A Helping the group become
comfortable with making a decision
without full information or agreement

Connection and Community

K Recognizing group dynamics and
their effect on community

S Promoting collaboration within
groups and with external participants
Modeling humility and trust for the
rest of the group

A Modeling humility and trust for the
rest of the group

K Openly acknowledging group
dynamics

S Fostering a culture of transparency

S Fostering a sense of trust among
team members

S Identifying compatible interests
when conflict is present

A Valuing input from team members,
even when it is different from others
and one’s own

K Recognizing the importance of
sharing ownership in completing
critical group tasks

K Identifying how others want to be
appreciated for their participation
to support ongoing and future
engagement

K Identifying complementary skills
and ensuring that teams are diverse

S Ensuring that the dominant groups
are not overpowering

S Creating a safe environment where
participants can share differences of
opinion

S Building consensus with the group
in identifying the group’s goals

S Fostering a sense of trust among
community partners

S Developing coalitions by aligning
mutually beneficial goalss

A Appreciating the different learning
styles of group members

K Recognizing the inherent risk in
promoting change

K Exploring how intended change will
be sustained and supported

S Appropriately managing risk

S Challenging the status quo with
facts and logical reasoning about its
advantages and drawbacks

S Demonstrating flexibility in
responding to the ways others are
impacted by change

S Fostering a sense of trust among
team members

S Collectively defining and
communicating a compelling vision
that enables others to pursue change

S Creating a safe environment for
people to be open in expressing and
working through their fears of change

S Promoting energy and optimism in
order to move ideas into action

S Partnering with key stakeholders in
the identification, development, and
implementation of positive change

S Maintaining an open atmosphere
for questioning processes and impacts

S Working with the community in
determining where change is needed

leadership.wisc.edu

© 2015 Board of Regents of the University of Wisconsin System

v.16.2




	UWCOEPieperAnnualReport2020
	MSL-FAQs-Web-Version
	2018-MSL-Results-Next-Steps
	UW-Madison's 2018 MSL Task Force Report
	UW-Madison's 2018 MSL Task Force Report
	Appendix C - UW Madison Leadership Framework



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




