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ABSTRACT 

Leadership is one of the most popular topics in business and industry today. 

How are leaders developed? What are the attributes and skills that define true 

leadership? This research project will examine to what extent one leadership program, 

Leadership Hudson, effectively develops leaders that are committed to community 

involvement in the Hudson, Wisconsin area. 
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Chapter I: Introduction 

The Hudson Area Chamber of Commerce and Tourism Bureau serves over five 

hundred businesses in the St Croix Valley area (Hudson Area Chamber of Commerce and 

Tourism Bureau). Recently, the Hudson Area Chamber of Commerce and Tourism 

Bureau was listed in the top twenty-five chambers of commerce bureaus in the Twin 

Cities metropolitan area. According to Hudson's chamber president, chambers of 

commerce bureaus are rated on membership involvement and membership value due to 

the types of programs and networking opportunities that are offered (personal 

communication, February 21, 2006). 

In September 2005, the Hudson Area Chamber of Commerce and Tourism Bureau 

launched its first Leadership Hudson program (Hudson Area Chamber of Commerce and 

Tourism Bureau, 2005). Leadership Hudson is a nine-month long program for 

community and business members that focuses on leadership development through the 

exposure of several community and leadership topics. During the nine-month program, 

participants meet one full day each month and focus on aspects of leadership within the 

context of a community sector such as government, health and human services, and 

business development. For example, one month the Leadership Hudson group looked at 

the decision making process within the context of the environment. Several other 

chamber of commerce bureaus across the United States have similar leadership programs 

for their members (Leadership Huntington, 1997). This paper will examine the 

effectiveness of the inaugural year of Leadership Hudson and compare the curriculum 

that was developed for Hudson's chamber of commerce to other programs in the Twin 

Cities metropolitan area. 
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The Hudson Area Chamber of Commerce and Tourism Bureau has created an 

Education Committee that has overseen the creation and implementation of the 

Leadership Hudson program (personal communication, February 21,2006). They also 

hired a consultant that has a leadership and organizational development background to 

aid in the development of the curriculum. Further, the chamber has networked with 

several leaders in business, the public sector, the arts, and healthcare to provide 

experiential learning from people in the field of study. The curriculum has included 

several delivery formats such as: panel discussion, group activities, tours of facilities, and 

team building exercises (Hudson Area Chamber of Commerce and Tourism Bureau, 

2005) . 

The Leadership Hudson program focuses on developing community leaders to 

enhance and improve community life in Hudson and the St. Croix Valley Area. A 

comprehensive evaluation of this program will allow for Hudson Area Chamber of 

Commerce and Tourism Bureau to assess the outcomes of its investment into the 

development of this program. Further, the evaluation will allow for improvements to be 

made to the program for future participants. 

This chapter will present the problem statement and research objectives for this 

project. It will further examine the significance of this study, its limitations, and 

assumptions. Finally it will provide a list of definitions of frequently used terms in the 

study. 

Statement ofthe Problem 

To what extent does the Hudson Area Chamber of Commerce and Tourism 

Bureau's Leadership Hudson program: 
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•	 Meet its curriculum objectives from the participants' viewpoint? 

•	 Compare in its scope of curriculum to similar programs created within the 

Twin Cities metro area by other chamber of commerce bureaus? 

Research Objectives 

The three research objectives for this study are to: 

1.	 Evaluate how effective Leadership Hudson is in developing leadership skills. 

2.	 Evaluate how effective Leadership Hudson is in fostering a commitment to 

community leadership in the St Croix Valley area. 

3.	 Compare the depth and breadth of the Leadership Hudson program to other 

similar programs. 

Purpose ofthe Study 

The purpose of this study is to evaluate the effectiveness of the Leadership 

Hudson program so that it can be further improved to better meet its objective of 

developing community leaders in the Hudson area. A thriving community depends on 

various types of leaders to sustain and improve community life (Armstrong & Stephens, 

2005). Managing change requires effective and steady leadership. The purpose of 

Leadership Hudson is to improve leadership skills and help leaders find avenues of 

involvement within the St Croix Valley region (Hudson Area Chamber of Commerce and 

Tourism Bureau, 2006). This study will gather data to measure the effectiveness of 

Leadership Hudson to promote local community leadership. 
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Assumptions ofthe Study 

The three assumptions of this study are: 

1.	 The Hudson Area Chamber of Commerce and Tourism Bureau will not make any 

significant changes to the Leadership Hudson curriculum for the next class that 

starts September 2006. 

2.	 The Hudson Area Chamber of Commerce and Tourism Bureau is willing to make 

changes to its Leadership Hudson curriculum within the next two or three years. 

3.	 Other chamber of commerce leadership programs similar to Leadership Hudson 

have the same objective to help develop community leaders. 

Limitations 

The four limitations of this study are: 

1.	 This study focuses on only one chamber program. 

2.	 Leadership Hudson was created in September 2005 and thus far only fifteen 

participants have completed the program. 

3.	 This study will research an overview of the Leadership Hudson curriculum and 

not each of the nine full days in depth. 

4.	 This study will focus on evaluating only the first and third levels of evaluation. 

Evaluating reaction and behavior of the participants of Leadership Hudson. 

Definition ofTerms 

Action learning: "The process of learning by doing, supported by a range of other 

learning methods. It involves: getting a new idea or new insight, turning it into a form of 

action, taking the action, and getting feedback or evaluation on how well it worked 

(Albrecht, 1996) 
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Emotional Intelligence: "The Ability to fully understand oneself and to relate well 

with others" (Armstrong & Stephens, 2005). 

Formal leadership: "Appointed leadership in the hierarchy by the management" 

(British Journal of Administrative Management, 2005). 

Informal leadership: "Exercises influence but is not in formal position, can 

initiate or block actions" (British Journal of Administrative Management, 2005). 

Leadership: A leader is someone who has a vision and motivates others towards 

that vision through their character, personal capability, interpersonal skills, focus on 

results , and ability to lead organizational change (Zengler & Folkman, 2002) . 

Management: The act of directing work and behavior using formal authority 

(British Journal of Administrative Management, 2005). 

Service Leadership: It is the "capacity to lead with a service focus" (Albrecht, 

1996). 

St Croix Valley Area: The St Croix Valley Ares is also the Lower St Croix River 

Valley Area. This geographical area starts north at St Croix Falls, Wisconsin and Taylor 

Falls, Minnesota and follows the St Croix River valley area south to Prescott, Wisconsin 

and Hastings, Minnesota. Some of the cities included in the St Croix Valley Area are: 

Afton, Bayport, Dresser, Hastings, Hudson, Lake Elmo, New Richmond, Osceola, River 

Falls, and Stillwater (Wisconsin Department of Tourism, 2006). 
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Chapter II: Review of Literature 

This chapter will present data from completed research on topics that directly 

relate to this project. First, there will be a review of current leadership theories on 

essential leadership skills, roles, and research on leadership development. Finally, this 

chapter will include a synthesis of research on best practices for effective program 

evaluation. 

Management versus Leadership 

According to Zaleznki (200 I) managers and leaders have several differences in 

the way they resolve and handle problems. Zaleznki holds that the most significant 

different between managers and leaders is in the conceptions and attitudes they hold, 

especially towards how they solve problems. Managers generally are more practical and 

seek out processes, stability, and control. They also tend to resolve problems quickly. 

Leaders, in contrast, are more tolerant of a lack of structure and are more likely to delay 

finding a solution in order to fully understand the problem. 

Like Zaeznki (200 I), the Institute ofAdministrative Management also found 

several differences between managers and leaders (2005). First, managers have the 

authority to direct work and behavior, whereas, leaders have influence through example, 

persuading, motivating, and teaching. Managers have formal authority whereas leaders 

have informal authority but can also have formal authority as well. Other differences 

between managers and leaders are that managers often adopt goals out ofnecessity 

instead of personal desire. Leaders, on the other hand, seek out new challenges and goals 

without being forced to do so (Zaleznki, 200 I). Some managers can also be leaders, but 

that usually means that they are managers by title and leaders by nature (Institute of 
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Administrative Management, 2005). Although these types of managers have a title that 

deems their authority, they are able to motive and persuade people without using their 

formal power from that title. 

Leadership Skills 

Leaders are important to every aspect of life because leadership is essential in the 

organization of the family, classroom, workplace, and community (Bryan & Starr, 2005) . 

Anywhere there is a group of people, a leader will emerge from within the group. Bryan 

and Starr (2005) found that, "being a leader is a big responsibility, and it provides 

opportunity to transform and be transformed, which is enjoyable, rewarding, and 

sometimes frustrating" (p. 337). 

What allows some people to succeed at leading others, while others fail? 

Albrecht (1996) makes a case that the traditional leader who ruled by fear and 

intimidation no longer fits within society's values. Instead, a new type of leadership has 

developed, namely service leadership . In order for leaders to be successful, one must 

master leadership skills or as Albrecht (1996) calls them, "dimensions of service 

leadership" (p. 23). These six dimensions of leadership include: vision, persuasion, 

impact, support, development, and appreciation. Each of these dimensions of leadership 

is important for leaders to gain the respect and following of others. 

In order for any leader to become successful he or she must be able to articulate a 

vision (Zomada, 2004). Many leadership theories include the concept of visionary 

leadership (Albrecht, 1996). Having a vision for the future is necessary in order to help 

others share in the vision and to move toward a common goal. An important part of 
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creating a vision as a leader is to also establish its purpose, and create a strategy on how 

to get there. 

Direction is similar to vision, but it is on a smaller scale (Albrecht, 1996). 

Direction allows the vision to become a reality by prioritizing what needs to be done and 

helping people stay focused on the goal day-to-day. Being able to manage and lead 

people within the context of the everyday, mundane environment is a fundamental part of 

achieving long-term goals (Armstrong & Stephens, 2005) . Exemplary leaders also 

anticipate positive outcomes and expect success (Bennis, 1999). This helps motivate and 

provide direction to others. 

Leaders would not be leaders if no one was following them towards their vision, 

and that is why persuasion is a key dimension in leadership (Albrecht, 1996). Leaders 

must be able to impact others through the way they communicate and use their power 

effectively which requires leaders to build trust with others. According to Bennis (1999) 

building trust requires competency, consistency, caring, candor, and feeling comfortable 

with oneself. 

Supporting people is also essential in building trust as a leader (Albrecht, 1996). 

A leader makes sure that the team is operating well together, has what it needs to achieve 

its goals, and is using the best methods to work productively. Leaders not only help 

support people, but create a team environment that promotes creativity and innovation. 

Providing support as leader, helps achieve successful results (Bennis, 1999). In a survey 

conducted by Armstrong and Stephens (2005), they asked people what behaviors are 

needed for leadership. Showing enthusiasm was the first most popular response. The 
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second response was supporting others. Albrecht (1996) said about supporting others 

that leadership requires " leading by enabling others, not by trying to drive them" (p. 17). 

The development dimension of a service leader is the skill that helps people 

develops their capabilities (Albrecht, 1996). According to Bennis (1999), one of the most 

important expectations a leader can set is to anticipate high performance from each 

member of their team. This aids the personal development of team members by keeping 

them challenged. An effective leader will also understand the ambitions of their team 

members and help give them the opportunities to achieve those desires (Albrecht, 1996). 

The final dimension of leadership is appreciation (Albrecht, 1996). Many of these 

dimensions interweave with each other. Appreciation is needed to sustain a positive team 

climate (Zomada, 2004). It would be difficult for any leader to maintain high 

performance if they did everything right but did not appreciate the hard work and 

contributions of their followers (Bennis, 1999). According to Albrecht (1996), 

appreciation is one of the deepest needs of all people and cannot be ignored. An 

exemplary leader can inspire people and help them feel good about what they are doing. 

Albrecht (1996) found that all of the dimensions of service leadership are 

important and that "leaders at all levels of the organization need to be comfortable with 

all six of these dimensions." However, each level will be more applicable for different 

leaders depending on their level of leadership within the organization. For example, 

senior level leaders will find that Vision and Values and Direction and Persuasion are 

critically important. 
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There are countless leadership theories that have been created that identify 

various skill sets (Armstrong & Stephens, 2005). However, like Albrecht's (1996) six 

dimensions of service leadership, they emphasize the importance of emotional 

intelligence (Loehr & Schwartz, 2004). 

Emotional intelligence, as defined by Armstrong and Stephens (2005), is the 

"ability to fully understand oneself and to relate well with others" p. 61. Armstrong and 

Stephens (2005) researched what people felt were behaviors needed for leadership. Their 

results included the following behaviors: 

• Shows enthusiasm 

• Supports others 

• Recognize individual effort 

• Listens to others ideas 

• Provides direction 

• Demonstrates personal integrity 

Most, if not all, of these behaviors have direct links to emotional intelligence. 

According to Loehr and Schwartz (2004), a high capacity for emotional intelligence is 

one of the most powerful means for creating a positive environment and achieving 

results. Exemplary leaders must have the ability to inspire, motivate, and collaborative 

with others (Bennis, 1999). All ofwhich requires emotional intelligence. 

Developing Leaders: 

Understanding what a leader is and does is essential to understanding leadership 

as a whole. But how does one help develop those qualities in others? Albrecht (1996) 

lists seven techniques that can be used to teach leadership theories: 
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• Classroom (teaching and discussion) 

• Case studies 

• "Encounter" training 

• Role-playing 

• Team training 

• Coaching/mentoring 

• Outdoor adventures 

Each of the above delivery techniques has its own strengths and weaknesses. 

However, the difficulty of developing leaders is not in teaching ideas and concepts but is 

in the transfer of the knowledge into action and changed behavior (Albrecht, 1996). 

Albrecht (1996) also stated that in order to develop leadership skills, people need the 

opportunity to learn through doing, which he named, Action Learning. Further, an 

essential part of the learning process happens when learners are given immediate 

feedback on their abilities. 

Leadership is not an exact science, but something that requires emotional 

intelligence and the ability to adjust to different situations and personalities (Dixon, 

2006). Therefore, people need timely feedback on how they interacted with others in 

order to gain further insight into their own leadership styles and skills. This learning 

process is ongoing for all leaders which is why many leaders can name a mentor or key 

individual that helped them develop their skills . 

Along with having a mentor, Bennis and Thomas (2004) also were able to identify 

another key trait of most leaders. Their research showed that in over 40 leaders in 

business and the public sector that they interviewed, all of the leaders had one thing in 
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common. Each achieved leader had said that he or she had endured at least one intense 

experience that not only transformed them, but also helped them develop and test their 

unique leadership abilities. According to Bennis and Thomas (2004), these experiences 

or crucibles are necessary for any leader to overcome because it not only tests their 

abilities, it also helps shape them. After all, what makes a great leader? Often it is how 

an individual handles adversity. Therefore, according to Bennis and Thomas (2004), 

creating an intense experience that helps learners identify and test their knowledge, skills, 

and abilities will help them develop those skills. They feel this is a key element in 

leadership development. 

Zengler and Folkman (2002) have evaluated over 25,000 leaders in order to 

identify how average leaders can become extraordinary. Through their research, they 

created a "tent model" of leadership characteristics. The assumption of their model, 

which is backed by their research, is that extraordinary leaders do not excel in all the 

areas of leadership. Instead, they excel in about two to three areas that help them make 

an impact on the way they lead others. The tent model shows how by improving one or 

two leaderhip skills, capacity in the other leadership skills also increases. This theory 

uses the imagery of a tent. As you raise the tent poles, the area in the tent gets larger. 

Just as a leader improves one or two leadership skills, their capacity as a leader increases. 

In the center of Zengler and Folman's model is character or integrity. This is at 

the center because it is the most essential part of leadership (2002). The other aspects of 

their model include: focus on results, personal capability, interpersonal skills, and leading 

organizational change. In their tent model, Zengler and Folkman also identify that 

leaders can have "fatal flaws" that are detrimental to their effectiveness as a leader and 
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must be fixed before any of the other characteristics can be improved. Fatal flaws 

include the inability to learn from mistakes, poor interpersonal skills, unwillingness to 

accept new ideas, and lack ofaccountability. 

With the shift of leadership definitions towards service leadership (Albrecht, 

1996), an essential part of individuals' success in leading others is the ability to find 

balance in life (Loehr & Schwartz, 2004). Loehrs and Schwartz (2004) found that leaders 

who developed habits that included recovery and relaxation, were far more able to handle 

stressful situations. These leaders were also higher performers than others who did not 

create personal time. Examples of habits of recovery include: eating healthy food, 

exercising regularly, and spending time with family. Therefore, when developing 

leaders, it is essential to create a balanced approach to leadership and teach methods of 

recovery and relaxation. 

Program Evaluation 

Although the concept of program evaluation is often seen as beneficial, rarely is it 

implemented (Myford & Cline, 200 I). Yet, without program evaluation, the success of 

the program to achieve its objectives is unknown. Often, companies and organizations 

evaluated only the "happiness index" which is the immediate response of the program 

participants (Bell & Kerr, 1987). 

It is important to create a conducive learning environment and pleasant 

experience in order to attract participants (Kirkpatrick, 1994). However, it is also 

essential to engage learners so that they are able to transfer that learning to their everyday 

lives. Kirkpatrick (1994) identifies three primary reasons for doing training evaluations: 

to justify the existence of the training department by showing how it contributes to the 
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organization's objectives and goals, to decide whether to continue or discontinue training 

programs, and to gain information on how to improve future training programs. 

Kirkpatrick (1994) further explains that the key reason for doing evaluation is the last 

reason, to gain information on how to improve future training programs. 

Many current studies on training program evaluation still utilize Kirkpatrick's 

concept that training evaluation consists of four levels. According to Kirkpatrick (1994), 

these four levels are: 

•	 Levell: Reaction 

•	 Level 2: Learning 

•	 Level 3: Behavior 

•	 Level 4: Results 

The first level, reaction, is the most frequently measured level. In fact, many 

organizations measure only participant reaction (Armstrong & Stephens, 2005). Reaction 

can also be considered measuring customer satisfaction (Kirkpatrick, 1994). When 

measuring this level of a program's effectiveness, one can gain valuable comments and 

suggestions from participants for future improvements. It also provides feedback for the 

trainer on his or her presentation skills. Finally, measuring the participants' reaction 

provides quantitative information than can be distributed to managers or other decision

makers and qualitative information that can help develop standards of program 

performance. 

Measuring the first level is easy to do, but in order to get a thorough evaluation of 

a program, trainers should not stop there (Kirkpatrick, 1994). Kirkpatrick's second level 
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of evaluation, learning, helps identify what knowledge has been learned, what skills have 

been developed, and what attitudes were changed as a result of the training program. 

In order to successfully measure this level, it is important to measure knowledge, skill, 

and abilities both before and after the program (Kirkpatrick, 1994). This helps validate 

the data by giving the training a means to measure improvements. It may also be helpful 

to use a control group in order to measure learning. Finally, it is important to get a 100 

percent participation in this piece of the evaluation. By obtaining 100 percent 

participation, the trainer can avoid sampling errors. 

The third level of evaluation is evaluating on-the-job behavior which identifies if 

a transfer of learning from the classroom to the real world has taken place (Kirkpatrick, 

1994). This level becomes more difficult to evaluate because it requires giving program 

participants time to utilize the new knowledge, skills, and abilities. Kirkpatrick 

recommends that the evaluation of behavior should be measured three to six months after 

the training program. Also, participants may not change their behavior on the first 

opportunity to so. Or, they may apply the learning from the training but not make any 

long-term changes to their behavior. Kirkpatrick (1994) suggest some guidelines for 

measuring behavior changes, these include: 

•	 Use a control group, if practical 

•	 Allow three to six months for behavior to change 

•	 Evaluate both before and after the program, if practical 

•	 Survey and/or interview one or more of the following: trainees, their immediate 

supervisor, their subordinates, and others who often observe their behavior. 

•	 Get 100 percent response or sampling 
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•	 Consider the cost versus the benefits. 

Kirkpatrick (1994) identifies the final level of evaluation of measuring the 

program's results as both the most important and most difficult. The fourth level of 

evaluation measures the results of the training program. According to Kirkpatrick 

(1994), this includes asking results-oriented questions such as: 

•	 How much did quality improve because of the training program on total quality 

improvement that we have present to all supervisors and mangers, and how much has 

it contributed to profits? 

•	 How much did productivity increase? 

•	 What reduction did we get in turnover and scrap rate? 

•	 How much has management by walking around improved the quality of work life? 

•	 What has been the result of all our programs on interpersonal communications and 

human relations? 

•	 How much has productivity increased and how much have costs been reduced? 

The fourth level of evaluation should be measured one year after the training program 

is completed. This level of evaluation focuses on how the training program affected 

profit, productivity, cost reduction, and work environment. Historical data can be used to 

analyze the training results . It is important to also identify other factors that may have 

influenced performance results. 



17 

Chapter III: Methodology 

This chapter will present the methodology for this project as it examines to what 

extent the Leadership Hudson program provide opportunities for its participants to 

develop their leadership skills and foster a commitment to community leadership in the 

Hudson area. This chapter will include subject selection and description, 

instrumentation, data collection procedures, data analysis, and limitations. 

The methodology used to evaluate these objectives will be by administering a 

mail survey to the Leadership Hudson participants. A mail survey was chosen because it 

will allow the researcher to provide confidentiality to the participants. It will also 

generate some qualitative data that will be able to be analyzed using statistics on each of 

the specific survey questions. 

The researcher will also conduct telephone interviews with a staff member from 

other chamber of commerce bureaus that are responsible for similar leadership programs 

like Leadership Hudson. These telephone interviews will be used to compare different 

leadership programs' curriculums to Leadership Hudson. Because the leadership 

programs are about one year long, there is a lot of rich information that can be gathered 

on each of the chamber of commerce bureau's curriculum. An interview methodology 

for collecting the data , will allow the researcher to identify the unique characteristics of 

each the curriculums. It will also provide a means for identifying common themes in the 

leadership programs. 

Subject Selection and Description 

The population used to measure the effectiveness of Leadership Hudson's current 

curriculum is the fifteen participants of the inaugural year of Leadership Hudson. There 
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were only fifteen participants in the 2005 Leadership Hudson program. Since the 

population size is small, the sample will be of the entire population. A list of the 

participants was provided by the Hudson Chamber of Commerce to the researcher. 

In order to compare Leadership Hudson's curriculum, the population identified 

for research is other chamber of commerce bureaus in the Twin Cities metropolitan area 

which also have leadership programs available. Since the research involving curriculum 

will be qualitative, a smaller sample size of three chamber of commerce bureaus will be 

identified by their willingness to participate in this research study. 

Instrumentation: Survey Document (See Appendix D) 

The development of the survey document that will be used to evaluate the 

Leadership Hudson participants was developed so that each question directly corresponds 

to at least one of the research objectives of this project. The format of the survey is to 

first gather some demographic information. Then to gather information using questions 

that are answered on a rating oflikert scale . Following some of the questions, 

respondents will be asked to identify two ofthe components of the question to better help 

the researcher identify important elements of the program. 

First, five questions were created to gather some important demographic data. 

They include gathering information on age, geographic location of home, length of time 

at residence, geographic location of employment, and length of employment. These 

demographic questions are important because the Leadership Hudson's objective is to 

specifically benefit the St Croix Valley Area. 
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The rest of the survey consists of the following questions: 

•	 To what extent do you feel Leadership Hudson improved your knowledge, skills, 

and/or abilities in the following areas? 

•	 To what extent do you feel the following days strengthened your understanding of 

community leadership? 

•	 Please rate the following activities ' influence in encouraging your commitment 

towards community leadership? 

•	 Please answer the following questions in regards to any changes since you have 

graduated from Leadership Hudson? 

•	 Overall, do you feel that the Leadership Hudson program strengthened your 

commitment to community leadership? 

Questions one and two evaluate the first level of evaluation or reaction of the 

participants on their learning and are connected to the first research of objective of this 

project which is to evaluate how effective Leadership Hudson is in developing leadership 

skills. The components that follow the first question are the specific leadership topics of 

the curriculum that were taken directly out of the Leadership Hudson manual that is given 

to each participant. The components that follow the second question are specific 

community topics that were part of Leadership Hudson's curriculum. 

Questions three through five are a third level evaluation of change of behavior in 

the participants. These questions tie directly to the second research objective of this 

project which is to evaluate how effective Leadership Hudson is in fostering a 

commitment to community leadership. Question three identifies various formats of the 

program such as tours, discussions, and examples of peers in the class. Question four and 
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five have the respondents evaluate any changes in their own behavior since completing 

the program. 

Instrumentation: Interview Questions (See Appendix B) 

Survey questions were created in order to gain information from other chamber of 

commerce bureaus that have similar leadership programs. The questions were designed 

to be general since they will be asked during a telephone interview and to gain 

information on that leadership program's curriculum topics and format. These questions 

all relate to the third research objective of this project which is to compare the depth and 

breadth of the Leadership Hudson program to other similar programs. The interview 

questions are: 

•	 How long have you had your leadership program? 

•	 On average, how many people participate? 

•	 What is the length and frequency of meetings during the program? 

•	 What is the typical format of a meeting? 

•	 What leadership topics does the curriculum include? 

•	 What community topics does the curriculum include? 

•	 How are these topics addressed? How much time is spent on each topic? 

•	 Has your curriculum evolved? If so, what are some of the changes that were 

made? 

Data Collection Procedures 

Before a survey is mailed to the participants of the Leadership Hudson program, a 

brief postcard will be mailed to let them know that they will soon receive the survey in 

the mail. The survey document will then be mailed to the participants three days later 
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with a cover letter explaining the purpose of this research, a commitment to 

confidentiality, and a postage paid envelope to return the survey. A reminder postcard 

will also be mailed one week after the survey. Because the sample size is so small, the 

costs will be minimal to mail all participants a postcard reminder. It is also important for 

the researcher to obtain as close to 100% respondents as possible because of the small 

sample size. The Hudson Chamber of Commerce Bureau is supporting this research and 

all correspondence made will be used on their stationary. 

The researcher will contact other chamber of commerce bureaus that have 

leadership programs to ask their willingness to participate in the telephone survey portion 

of this research. If they are willing, an appointment for the telephone survey will be 

made at that time. The researcher will then mail out a letter of confirmation ofthe 

appointment as well as more information on the research, an assurance of confidentiality, 

and the interview questions in advance. 

Data Analysis 

The researcher is using two different types of research methods. The first method 

is the data collection of the surveys from past Leadership Hudson participants. The 

second method is telephone interviews with other chamber of commerce bureaus. 

The researcher will use statistics to calculate the mean and standard deviation for 

the answers on each question on the survey. The surveys were created on four point 

likert scale. The researcher also created some questions at the bottom of the sections of 

the survey, where respondents will further identify key or most important aspects of the 

program. These questions were created in order to further differentiate key components 

ofthe program . See Appendix D. 
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The researcher also asked questions on the survey to gather demographic 

information on the respondent's geographic work and home locations. This information 

is sought since Leadership Hudson has a identified the St Croix Valley region as its 

focus. Non-respondent information and any notations made on the surveys will also be 

reported. 

The researcher will synthesize and summarize information gathered from the 

telephone interviews from other chamber of commerce bureaus. The reasons the 

researcher is conducting these interviews is so that a comparison can be done between 

curriculums of similar leadership programs. Also, any information on improvements and 

changes to these programs will also be noted for consideration by the Hudson Area 

Chamber of Commerce and Tourism Bureau. 

Summary 

The methodology used in this project will follow two different paths, since two 

different types of information will be gathered. First, the researcher will gather more 

objective data that can easily be analyzed using statistics from the mail surveys of the 

Leadership Hudson participants. This information will be used to gather information on 

what type of learning and behavior changes happened due to the program. Secondly, 

more in depth information will be collected from telephone interviews with other 

chamber ofcommerce bureaus. Because the telephone interview information will be 

more in depth, the researcher will need to synthesize the information and create a report 

that summarizes the main points . The telephone interview data will be used to help 

compare Leadership Hudson with peer programs. 
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Chapter IV: Results 

This chapter will present the findings of the research from the mail surveys and 

telephone interviews that were conducted for this project. The mail surveys were 

administered to alumni of Leadership Hudson's inaugural year to gain information on 

how the program achieved its main objective in fostering community leadership. The 

telephone interviews were conducted with three other chamber of commerce bureaus to 

gain information on their leadership programs. 

Item Analysis: Telephone Interviews 

Three telephone interviews were conducted with other chamber of commerce 

bureaus to gain information on their leadership programs. These interviews ranged from 

twenty to forty-five minutes in length. All of the participants were asked the same 

questions from the researcher and had received a copy of these questions in advance as 

well as a cover letter explaining the project's purpose. See Appendix B. 

Background Information 

Initial questions were asked by the researcher to gain some background 

information on the chambers of commerce bureaus. In order to maintain confidentiality, 

chamber of commerce bureaus will be labeled: chamber A, chamber B, and chamber C. 

Chamber A is geographically the closest to the Hudson area, approximately ten miles 

from Hudson. This chamber has had their program for the past six years and is slightly 

smaller in size compared to Hudson's Chamber of Commerce and Tourism Bureau. They 

started their program by accepting seven to nine students, but have had as many as 

fifteen. Chamber A's leadership program runs from September through May. 
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Chamber B is approximately forty miles from the Hudson area and is smaller in 

membership size than the Hudson Area Chamber of Commerce Tourism Bureau. This is 

the second year that Chamber B has had a leadership program. The first year, they had 

seventeen students. This year, their leadership program has fifteen students . Chamber 

B's leadership program runs from September through May. 

Chamber C is the largest chamber that was interviewed and is approximately 20 

miles from the Hudson area. They have had their program for twenty-six years. Each 

year they accept forty-five participants, although they do experience some drop outs that 

decreases that number slightly. Currently, they are conducting their program from 

September through May but plan to transition their nine month program to begin in 

January instead of September next year. 

Program Structure and Curriculum 

The interviewer asked each chamber questions regarding the structure of their 

program and curriculum. Overall, each program has many similarities in structure. All 

programs are nine months long. All have run the program concurrent to the school year, 

September through May. However, Chamber C plans to change the schedule to start in 

January next year. They made this change because they thought it would be beneficial to 

have the schedule start with their fiscal year and found that participants generally do not 

have a preference since they are primarily business people that work year round. 

There were also similarities to the format of the community days between all 

three programs. The most common formats to present information are having guest 

speakers from the community who are often current community leaders, and tours of 

community facilities. The researcher asked each of the chambers if they utilized group 
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discussion, personal reflection time, and team building activities. However, none of these 

formats are used regularly due to time limits on the day. Both Chamber B and Chamber 

C stated that group discussion was left to the participants informally during travel time. 

Also, all three of the programs have a casual activity at the end of the day that includes 

appetizers and drinks. This activity was most commonly called an "Afterglow" and is 

seen as an opportunity for participants to reflect on the day and network amongst 

themselves. 

All three of the chambers interviewed kick off their program with an overnight 

retreat. There were several similarities in how each chamber structured the retreat. There 

are two primary focuses of this retreat. The first purpose is for participants to start 

getting to know each other and working together as a team. This is accomplished through 

experiential team building activities. One example of a team building activities that is 

used is a rope course. A rope course is often high off the ground and requires participants 

to trust their teammates and to work together to accomplish a goal. The second purpose 

of the retreat is to focus formally on leadership topics and the personalleadership 

qualities and strengths of the participants. This is a more reflective process. The 

researcher asked each of the programs ifthey continue to formally address leadership 

topics throughout the rest of the program. All three of the programs did not include 

leadership formally, but instead focused on community topics. However, each person the 

researcher interviewed felt that leadership was addressed at each of the community 

sessions even if it was not done so formally. 
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Service Project 

Each ofthe chambers that were interviewed integrated a service project as a part 

of their leadership program. It seemed a common belief that the service project offers 

students of the program an opportunity to serve as leaders within the community. There 

also seems to be an expectation that program participants will continue to volunteer 

within the community. 

All three of the chambers that were interviewed utilize the time during the kick 

off retreat to choose and organize the service project that will be completed during the 

program. Both chambers Band C have local non-profits submit ideas for possible 

services projects prior to the retreat . Chamber B, which has about fifteen participants, 

chooses a service project as a group. Chamber C, which is considerably larger, has the 

chamber approve several projects and then the participants can sign up for the project that 

most interests them. They average seven people per project. 

Item Analysis: Survey Instrument 

Fifteen surveys were mailed out to the Leadership Hudson participants at their 

place of work. The addresses were provided by the Hudson Area Chamber of Commerce 

and Tourism Bureau. Eleven of the fifteen surveys were returned to the researcher. Of 

the four non-respondents, two of the surveys were returned with incorrect addresses. The 

researcher was also contacted by one non-respondent stating she was on maternity leave 

and will not be filling out the survey. 

Question One: Where do you live? 

Respondents were asked to mark the most appropriate box. The options were: 

Hudson, Saint Croix County, Pierce County, Washington County, and Other. Since this 
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question was gathering demographic data, the mode was used to compare data. Seven of 

the eleven or 63.6% of the respondents stated they lived in the Hudson area. One 

respondent stated they lived in Saint Croix County. No respondents replied that they live 

in Pierce County, two respondents stated the lived in Washington County, and one 

respondent indicated other. 

Question Two: How long have you lived in this area? 

Of the seven respondents that indicated they lived in Hudson, three have lived 

there for less than five years, two for five to ten years, and two for over ten years. The 

other four of the respondents have lived outside the Hudson area. 

Question Three: Where do you work? 

Respondents were asked to indicate which geographic region they lived, and they 

were given the same possible answers as question one. Ten of the eleven respondents 

work in Hudson. One respondent stated they work at a location not listed. However, this 

respondent was a resident of Hudson. Therefore, all respondents either lived or worked 

in Hudson. 

Question Four: How long have you worked in this geographic region? 

Of the eleven respondents that worked in Hudson, four have worked there less 

than five years; four have worked there five to ten years ; and three have worked there 

more than ten years. 

Question Five: To what extent do you feel Leadership Hudson improved your knowledge 

skill and ability? 

Respondents were asked to place an "X" in the most appropriate box for all of the 

topics of the Leadership Hudson curriculum. The rating scale used was a four-point 



28 

likert scale with the ratings of: not at all, a little, some, and a lot. The ratings were given 

a numeric value so that the mean and standard deviation could be calculated. Not at all 

was given a value of one and A lot was given a value of four. Below are the results for 

each curriculum topic: 

Curriculum Topic Mean Standard Deviation 

Community Leadership 3.818 0.405 

Effective listening skills 2.909 1.136 

Conflict resolution 2.455 1.128 

Team building 3.273 0.905 

Ethics 3.182 0.874 

Leading through change 2.909 1.044 

Collaboration 3.273 0.786 

Decision-making 3.273 1.009 

Individual leadership characteristics 3.636 0.674 

Below is a chart that summarizes the data for this question: 

To what extend did Leadership Hudson improve your 

'".!.l 
£; 
ill 

Curriculmn topic 

knowledge, skill, and ability in... 

.------.._ ---.........._ - - -_- .- - ----.._-_ -_-...-., ..- - - - d 
• Notat All 

• A Little 

o Some 

oA Lot 
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Question Six: Which two ofthe above topics did you feel you were able to improve the 

most in your knowledge, skill, and/or abilities? 

This question was a fill-in the blank and directed respondents to choose from the 

most positive influential curriculum topic. The top two responses were community 

leadership and individual characteristics ofleadership. Community leadership received 

six responses and individual characteristics ofleadership received five responses. 

Question Seven: To what extent do you feel the following days strengthenedyour 

understanding ofcommunity leadership? 

This question is formatted similar to question five . It lists the community topics 

with to the same four point likert scale as question five. Below are the results for each 

topic: 

Curriculum Topic Mean Standard Deviation 

Business & Industry 3.364 0.809 

Education 3.818 0.405 

Community Life 3.273 1.009 

Health & Human Services 2.909 1.221 

Government 3.818 0.405 

Arts & Culture 3.545 0.820 

Environment 3.364 0.674 
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Below is a chart that further summarizes this data: 

To what extent did the following days strengthen 
you understanding of community leadership? 

.J!l 
c 
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o 6 - - . ... ..._ _ .... . 
go 4 ··· ... -- - - ... 
~ 20 _ . - - III Not at All_ 
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(I) (I)
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II) ..... U :J G) ..... E .~ E E 
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(I)
E OA Lote'US -g ~ E -I I I (f) 
~ .~&:- 8 <.9 UJ 

Curriculmn Topic 

Question Eight: Please rate the following activities) influence in encouraging your 

commitment toward'} community leadership. 

This question is formatted similar to questions five and seven and lists curriculum 

formats next to a five point likert scale. The likert scale ranges from no influence to 

extremely influential. For the questions on example ofpeers, two respondents left this 

question unrated. For the example ofcurrent community leaders, one respondent left that 

question unanswered. See Appendix D. Below are the results for each topic: 

Curriculum Format Mean Standard Deviation 

Onsite Tours 4.182 0.982 

Group Discussions 4.182 0.982 

Panel of Experts 4.182 0.982 

Guest Speakers 4.182 0.751 

Leadership Activities 3.818 1.168 
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Team Building Activities 

Reflection Time 

Example of Peers 

Example of Community Leaders 

4.000 

3.091 

4.000 

4.200 

Below is a chart that further summarizes this data: 

1.183 

1.221 

0.866 

0.919 

Please rate the following activities' influence in encouraging 
your commitment towards community leadership 

7 "..-- - - ....-------.- --- - ---.- - - ....---- ----, 

.1!1 6· - - -- - - - - ····--···- - - 
No Influence 

; 5 
'0 Little Influenceg 4 -f- -rlI·- --....·- -,-II----I 
Q. o Some Influence 1
III 3 

o A lot of Influenceti 
'0 2 • Extremely Influential 
'It 1 
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Question Nine: Which ofthe two above activities positively influencedyour attitudes 

toward community leadership the most? 

Similar to question six, respondents were asked to fill in the blank and choose two 

of the listed activities that affected them the most during Leadership Hudson. The two 

most often responses given were the example of current community leaders and onsite 

tours. Each of these activities was noted four times. The two second most popular 
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responses were example ofpeers and panel ofexperts. Both of these activities were 

noted three times each. 

Question Ten: Do you currently volunteer in the community? 

For question ten, respondents were asked if they volunteer in the community less 

often or more often after Leadership Hudson. This question was responded on a five 

point likert scale. The likert scale ranges from not at all to a lot more often. The mean of 

this question was 3.727 with a standard deviation of 0.467. 

Question Eleven: Do you have any leadership roles within the community? 

Question eleven used the same five point likert scale as question ten. The mean 

of this question was 3.900 with a standard deviation of 0.738. 

Question Twelve: Are you actively seeking leadership opportunities within the 

community? 

Respondents were asked to answer this question yes or no. The response yes was 

given a value of one and the response no was given a value of 2. The mean of this 

question was 1.091 with a standard deviation of 0.302. All respondents except one 

responded yes to this question. 

Question Thirteen: Overall, do you feel that the Leadership Hudson program 

strengthenedyour commitment to community leadership? 

Respondents were asked to rate their response on a four point likert scale that 

ranged from not at all to a lot. This likert scale was the same one used in question five 

and seven. The mean of this question was 3.636 with a standard deviation of 0.674. 
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Chapter V: Discussion 

This research project has examined the role of leaders within the community, how 

to develop community leaders, and the evaluation process of a training program. Further, 

three telephone interviews were conducted with chamber of commerce bureaus on how 

they structure their community leadership programs. A survey was administered to the 

first graduating class of Leadership Hudson to gain information on the participants' 

reaction and potential change in behavior towards community leadership. The data 

collected from the interviews and survey has been reported in Chapter Four. In this 

chapter, I will review the limitations of this project, cite conclusions from my research, 

and make recommendations for further research. 

Limitations 

This study has four main limitations. They are: 

1.	 This study focused on only one chamber program, Leadership Hudson. 

2.	 Leadership Hudson was created in September 2005 and thus far only fifteen 

participants have completed the entire program. 

3.	 This study researched an overview of the Leadership Hudson curriculum. 

4.	 This study focused on evaluating only the first and third levels of evaluation; 

evaluating reaction and behavior of the participants of Leadership Hudson. 

Conclusions 

After reviewing the literature on leadership development and collecting data on 

Leadership Hudson, I have identified four main differences in its curriculum format. 

These four main differences are: 

1.	 Leadership Hudson does not do an over-night retreat to start the program. 
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2.	 There is not a structured or formal process to identify a service project. 

3.	 Leadership Hudson integrates leadership topics throughout their program. 

4.	 Leadership Hudson incorporated a wider variety of learning formats than similar 

programs. 

As noted above, one key difference of Leadership Hudson to other similar programs 

is that it had a more structured approach to include leadership topics as part of its 

curriculum. Leadership Hudson hired a consultant to help them structure their program 

around leadership topics. Leadership topics and learning objectives were created for each 

of the monthly sessions. Other programs that I interviewed did not identify different 

leadership topics throughout their programs, and only addressed this during their first 

session. Considering the literature on leadership development, this could be a main 

factor in the positive responses received from the mail survey of Leadership Hudson 

participants on leadership development. 

Leadership Hudson incorporated more of a variety of learning formats compared 

to similar programs, including personal reflection time and group discussions. Other 

programs interviewed leave both personal reflection and group discussion up to the 

participants on their own time. Creating a specific time and format for participants to 

process the information they are learning should help them better increase their 

knowledge and skills. While all chambers I interviewed commented on time constraints , 

Leadership Hudson was the only program that set time aside for participants to process 

the information. 

I would like to comment on one more final conclusion on the overall reaction of 

the Leadership Hudson participants based on data from the mail surveys returned. An 
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overall positive response was received on both the reaction to the program, as well as a 

change in behavior and attitude towards community leadership. Because the Leadership 

Hudson program is a nine month program, participants are able to create a network of 

peers to help support their development as leaders. The curriculum also introduces the 

participants to community needs and presents opportunities for involvement. These 

factors seem to positively influence the change of attitude and behavior toward 

community leadership as noted on the results of the mail survey of the participants. 

Recommendations 

I have two recommendations for the Hudson Chamber of Commerce and Tourism 

Bureau. First, while Leadership Hudson does not provide an overnight retreat to devote 

time to leadership topics to start their program, Leadership Hudson does incorporate 

leadership topics throughout the program. However, I recommend that Leadership 

Hudson consider creating a more formal process to identify a service project earlier in the 

program. While other programs seem to do this during the retreat, I feel a service project 

could still identified by the participants early in the first one or two sessions without a 

retreat. Other leadership programs are identifying a service project earlier by having 

local non-profits submit proposals for projects. These proposals are then reviewed and 

approved by the chamber staff before the start of the program. Current practices for 

Leadership Hudson are for the participants to identify and select their service project on 

their own. Little time and guidance has been give to the participants to accomplish this. 

This may have delayed the process of selecting a service project and taken the emphasis 

off of this important element of the program. I feel there would be a benefit for the 

Hudson Chamber of Commerce and Tourism Bureau to review their current practices and 
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seek a more formal process that addresses the service project element of Leadership 

Hudson. 

My second recommendation for change is to address all four levels ofprogram 

evaluation. The Hudson Chamber of Commerce and Tourism Bureau currently evaluates 

level one, the reaction of the participants, after each training session. Participants could 

also be evaluated on what and how much they learned, the second level of evaluation, at 

the same time as level one. This could be done with a written test on the subject matter 

for the day. Another method of testing the second level is to administer a hands-on test 

such as a role playing scenario which may work well for many of the leadership topics. 

This research project evaluated the third level of evaluation, ifthere is a change of 

behavior and attitude in the participants when back in the community. This type of 

evaluation should be continued. This would best be done approximately three to six 

months after the program is completed. The survey used in this project could be reused 

for the level three evaluations. Since the main objective of the Leadership Hudson is to 

foster a stronger commitment to community leadership, I feel continued level three 

evaluations would be very valuable in determining if they are meeting that objective. 

There would also be a great benefit to do an evaluation at the fourth level on the 

overall results of the program to the community. While this type of evaluation was 

outside of the scope of this research project, determining the overall impact of Leadership 

Hudson to the Hudson community would provide more in depth information on whether 

the program is meeting its objective of improving the quality of life for the Hudson area. 

This type of evaluation should be done approximately one year after the program is 

completed. Example questions for the level four evaluations are: What type of impact 
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has the service projects had on the community and what type of impact have the 

graduates of Leadership Hudson had on the community? 

Conclusion 

The data from research done on Leadership Hudson provided both a lot of 

positive information on the participants' reaction to the program, as well as how the 

program has met its objective of fostering a commitment to community leadership. By 

interviewing other chamber of commerce bureaus , I was able identify both strengths and 

opportunities for change for Leadership Hudson. The Hudson Chamber of Commerce 

and Tourism Bureau has done an excellent job of creating a program that intentionally 

develops leadership skills and presents opportunities of involvement to its participants. It 

has met its objectives of creating a change in behavior and attitude in the Leadership 

Hudson graduates. If the Hudson Chamber of Commerce and Tourism Bureau 

determines to do all four levels of evaluation on Leadership Hudson, I feel they will 

gather information that will help to both continue to improve the program and market 

Leadership Hudson's successes to the community. 
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Appendix A: Interview Cover Letter 

Date 

Dear 

Thank you scheduling an appointment with me to conduct a telephone 
interview with you regarding your Leadership Program. I look forward to 
our interview on: Monday, November 27t h at 9:00 am. I expect that this 
interview will last approximately 20-30 minutes. 

I hope to learn how your Chamber of Commerce has created your 
Leadership Program so that the Hudson Chamber of Commerce and Tourism 
Bureau can continue to improve on their Leadership Hudson program. I 
have enclosed a copy of the questions I will be asking during the interview. 

You may be assured of complete confidentiality. The results of this research 
will be made available to Hudson Chamber of Commerce. If you would like 
a summary of the results, you can e-mail this request to: 
inouyek@uwstout.edu or request a copy during the interview. 

If you have any questions, feel free to contact me at 715-381-6678. If you 
have any questions regarding the research process or confidentiality you can 
contact Sue Foxwell at the University of Wisconsin- Stout at 715-232
2477. 

Thank you again for taking the time to meet with me on Monday, 
November 27th at 9:00 am. 

Sincerely, 

Katie Inouye 

This research has been approved by the UW-Stout IRB as required by the Code of I 
Federal Regulations Title 45 Part 46. 
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Appendix B: Interview Questions 

£ AREA 
CHAMBERHunS OF COMMERCE 
& TOURISM 

BUREAU 

Interview Questions: 

1. How long have you had your leadership program? 

2. On average, how many people participate? 

3. What is the length and frequency of meetings during the program? 

4. What is the typical format of a meeting? 

5. What leadership topics does the curriculum include? 

6. What conununity topics does the curriculum include? 

7. How are these topics addressed? How much time is spent on each topic? 

8. Has your curriculum evolved? Ifso, what are some of the changes that were 

made? 

This research has been approved by the UW-Stout IRB as required by the Code of 
Federal Regulations Title 45 Part 46. 
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Appendix C: Survey Cover Letter 

r AREh 
CHhMDER 
OF C.oMMERCE 
~TOUIlJ:SMLeadership Hudson urvey BUREAU 

November 21, 2006 

Dear 

Thank you for your involvement with the Hudson Chamber of Commerce 
and Tourism Bureau's Leadership Hudson program. I hope that Leadership 
Hudson has helped you develop as a leader and will strengthen our 
community by encouraging community leadership. 

As part of the inaugural graduating class ofLeadership Hudson, I am asking 
for your feedback on how the program has benefited you. You may be 
assured ofcomplete confidentiality and your name will never be placed on 
the questionnaire. The results of this research will be made available to 
Hudson Chamber of Commerce. If you would like a summary of the results, 
you can e-mail this request to: inouyek@uwstout.edu. 

If you have any questions regarding this survey, feel free to contact me at 
715-381-6678. Ifyou have any questions regarding the research process or 
confidentiality contact Sue Foxwell at the University of Wisconsin - Stout at 
715-232-2477. 

Thank you for taking the time to complete this survey. Please return this 
survey by Friday, Decem ber 8th. 

Sincerely, 

Katie Inouye 

IThis researcb bas been approved by the UW-Stout IRB as required by the Code of 
Federal Regulations Title 45 Part 46. 
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Appendix D: Survey Instnunent 

ader hip f udson rvey 

Directions: Before beginning please take a moment to tell us a little about yourself. 
All information from this survey will be kept confidential. 
PLACE AN "X" IN THE MOST APPROPRIATE BOX: 

Where do you live: 
[] Hudson U St Croix County I, Pierce County LJ Washington County OOther 

How long have you lived in the geographic area: 
[i Less than 5 years I" 5-I0 years IJ 10+ years 

Where do you work: 
(I Hudson II St Croix County 0 Pierce County iJ Washington County [IOther 

How long have you worked in this geographic area: 
I. Less than 5 years [j 5-10 years f] 10+ years 

To what extent do you feel Leadership Hudson improvedyour know/edge, skills, and/or 
abilities in the following areas: 
PLACE AN "X" IN THE APPROPRIATE BOX : 
Community leadership: 1-; Not at all o At little IJ Some C A lot 
Effective listening skills: n Not at all lJ At little o Some [] A lot 
Conflict resolution: I ~ Not at all - At little [~ Some r A lot 

Team building and effective group leadership:D Not at all IJ At little o Some [] A lot 
Ethics and how they relate to leadership: [ I Not at all [) At little lJ Some [ I A lot 
Leading through change: [J Not at all [ At little o Some L! A lot 

Collaboration and relationship building: n Not at all G At little o Some o A lot 
Decision-making: II Not at all I] At little [J Some o A lot 
Your individual characteristics of leadership. f' l Not at all [] At little [J Some o A lot 

Which two of the above topics did you feel you were able to improve the most in 
your knowledge, skill, and/or abilities? 

1.) 2.) 
------~-- -------- 

To what extent do youfeel the following days strengthenedyour understanding of 
community leadership? 
PLACE AN "X" IN THE APPROPRIATE BOX: 
Business & Industry/ Economic Development 0 Not at all .J A little [! Some Q A lot 
Education: r Not at all i-I A little [] Some U A lot 
Community Life: [J Not at all I:::: A little Q Some LJ A lot 

Health & Human Services: (J Not at all U A little o Some [] A lot 
Government Not at all U A little [J Some [J A lot 
Arts & Culture [] Not at all U A little rJ Some [] A lot 

Environment! Natural Resources: C Not at all o A little o Some L, A lot 
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Leaders ip H dso urvey 

Please rate the following activities' influence in encouraging your commitment 
towards community leadership: 
PLACE AN "X" IN THE APPROPRIATE BOX:
 
Onsite tours:
 
IJ No influence Q Little influence [] Some influence D A lot of influence II Extremely influential
 
Group discussions:
 
o No influence [I Little influence 0 Some influence A lot of influence Ij Extremely influential 
Panel of experts: 
IJ No influence [J Little influence 0 Some influence 0 A lot of influence 0 Extremely influential 
Guest speakers 
lJ No influence IJ Little influence [J Some influence L A lot of influence 1_ Extremely influential 
Group leadership activities: 
o No inflnence rJ Little influence Some influence 11 A lot of influence U Extremely influential 
Team building activities: 
l~ No influence Little influence 0 Some influence 0 A lot of influence [ i Extremely influential 
Personal refection time: 
n No influence LJ Little influence IJ Some influence [l A lot of influence IJ Extremely influential 
Examples of peers in the class: 
[! No influence lJ Little influence Fl Some influence [J A lot of influence [l Extremely influential 
Examples of current community leaders: 
IJ No influence 0 Little influence I] Some influence [J A lot of influence [J Extremely influential 

Which two of the above activities positively influenced your attitudes towards 
community leadership the most?
1.) 2.) _ 

Please answer the following questions in regards to any changes sinceyou have graduated 
from Leadership Hudson: 
PLACE AN "X" IN THE APPROPRIATE BOX : 
Do you currently volunteer in the community: 
[J Not at all [J Less often 0 the same r: a little more often Ii a lot more often 

Do you have any leadership roles within the community?
 
I' Not at all 0 Less often 0 the same r.:; a little more often [] a lot more often
 

Are you actively seeking leadership opportunities within the community? LI yes [I no 

Overall, do you feel that the Leadership Hudson program strengthenedyour commitment to 
community leadership? 

PLACE AN "X" IN THE APPROPRIATE BOX:
 
1./ Not at all :J At little r I Some C. A lot
 

Ifyou would like, please provide any additional comments on how Leadership 
Hudson has affected your growth as a community leader: 

Thank you again for participating in this survey. 


