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Core Values/Guiding Principles:

     1.  People have the capacity to grow and develop.

     2.  People have a right to self-determination, the power to choose.

     3.  Understanding that there is a body of knowledge that is leadership 

          development.

     4.  Change is inevitable.

     5.  There is great value in differences of thought and experiences.

     6.  In addition, we value:

             - open communication

             - active inclusiveness

             - ethical intent and conduct

Vision:

     Extension LCE is an integrated statewide system that builds capacity of individuals and organizations so that they can better respond to community change in a proactive way.

Mission: 

     LCE has a dual mission --  
     1.  To prepare all extension educators in the core competencies essential to 
          effective programming as they appear as Levels 1 and 2 in Cooperative 

          Extension’s Community Development Foundation of Practice, January 

          2005.  These are:

               a.  Understanding Communities and Their Dynamics

                    1)  Basic Understanding of Community

                    2)  Community Situational Analysis

                    3)  Community Power Structure

                    4)  Community Economics

                    5)  Community Demographics

                    6)  Social Action Process

               b.  Developing Successful Community Initiatives

                    1)  Principles of community development practice

                    2)  Ensuring broad based participation and bringing people to the 

                         table

                     3)  Participatory planning

                     4)  Implementation and project management

                     5)  Facilitating group meetings

                     6)  Building community collaborations and partnerships

                     7)  Evaluation

      2.  To provide leadership development and civic engagement education 
           directly to clientele.

Discussion highlights regarding vision and mission:

     We recognize that there are many definitions of ‘community.’  However, when we talk of community leadership and civic engagement, we see ‘community’ as community of place.

     We see LCE as the base for all other LCD areas of emphasis, developing capacity of leaders for the purpose of community change.  Therefore, close partnership with, in particular, Community and Public Policy Engagement and Planning and Visioning is essential, as aspects of each of these overlap.

     All educators, no matter their programmatic assignment, need competencies that are within LCE’s area of expertise – facilitation, consensus building, collaborative decision making, and visioning, for example.  This is especially true for new educators, as they begin to work with volunteers, boards, and community groups.  We have the research-based content;  the question is how do we organize and staff to develop those competencies.
     We see community leadership defined as people (leaders/followers/collaborators) working together toward a mutual goal that brings about intended change.  This is in contrast to personal leadership.  It follows that community leadership development is conscious, intentional learning with reflection, on a continuum of growth, so that one is more effective in the community in which one lives.

Strategies:

     1.  Develop an integrated system.

              a.  Develop a clear, well-articulated vision

              b.  Design a structure that supports the vision 

              c.  Provide adequate financial support to implement the structure

              d.  Clarify roles, insisting upon full and open communication

              e.  Plan and implement a comprehensive staff training program

     2.  Attend to content.

              a.  Inventory current program resources

              b.  Expand resources true to leadership & civic engagement 

                   knowledge base

     3.  Ensure delivery of programs to clientele across the state
              a.  Ability of all staff to function effectively in core competencies Levels 1 
                   1)  New employee orientation

                   2)  Systematic offerings of trainings over time

3 – 5 Year Goals:

     1.  Full ability of all staff to function successfully at Levels 1 and 2 of core 

           competencies.
     2.  Identified group of people with passion, interest, experience, resources 

           and authority to work in LCE as “specialists.”

     3.  Inventory of current resources, hard and soft,  and identification of voids

     4.  Adjusted/additional funding
Critical Partners:

     1.  Community leadership programs

     2.  Indiana Leadership Association

     3.  Indiana Rural Development Council

     4.  Office of Rural Affairs (Annie Hernandez)

     5.  Association of Leadership Educators

     6.  Indiana Ag Leadership program

     7.  All Extension staff

     8.  All Administrators                       

SWOT Analysis:
Strengths:

     1.  We have the content/research
     2.  We have a presence in every county
     3.  There is an ongoing need in communities
     4.  We have people already on staff who are passionate about leadership 

          development for civic engagement
Weaknesses:

     1.  Fragmentation

     2.  Limited time

     3.  Limited resources ($, staff)

     4.  Lack of corporate vision, or not communicated.  If there is a vision, 

          pathway to that vision is not clear
     5.  Staff training not implemented in systematic way; scattered, lacks 

          wholeness.  Also true for leadership development programming with 

          clientele
     6.  Being reactive

     7.  Inability to respond in a timely, comprehensive manner

     8.  Hierarchy has created an ‘underground’ system

     9.  Program area ‘silos’

Opportunities:

     1.  Collaborative relationships with other organizations
     2.  Void of quality community leadership programming in many 

          Communities
     3.  Growing interest in leadership development at all levels of society
     4.  Economic conditions in state

Threats:

     1.  County funding binds us from completing mission.

     2.  Competition from other universities/centers/within Purdue
     3.  Financial management system doesn’t allow flexibility

     4.  Economic conditions in state 
     5.  Low level of education & aspiration

Recommendations:

1.  Professional development for staff and structure that frees them to use skills when opportunities/needs arise.

2.  Specific designation of individuals as regional resources, with role/responsibility adjustments.

3.  Add or include core competencies training in traditional program area trainings.

4.  Quality clientele programming supported (MBTI, Master Gardener Leadership, etc.)

5.  Create a pathway/organization of vision and reality (creative tension), i.e., engagement mission.  Counties need to be fully informed and engaged in the process of change, and will need access to more of university and funding resources.

6.  Ensure staff changes do not affect program area.  All educators must be included in Levels 1 and 2 of LCD core competencies.

7.  CED awareness of available resources – “tool belt” 

8.  Broad support from all program areas.  How?  Eliminate program area designations?  Ensure all program areas have access to all the core competencies training.

9.  Make LCE training basic requirement before participating in any other training.  Builds teamwork, mutual strengths.
10.  LCE needs to have a main role in new educator orientation.  Develop and focus new educators’ leadership function, worry about management issues later.

11.  Hire people with LCE skills vs. technical content

12.  LCE team responsible for core competency training of new and current educators

13.  Assign mentors (in addition to traditional program area mentors) who can give guidance through understanding community

14.  Seek new money.  Support county staff to work in this area with a district LCE person as a resource/support.  Remove management barriers to ease of handling new money.

15.  Enhance communication between campus and field, especially in areas of policy and practice.  In this time of transition, as an old structure breaks down, it is important we have and know a new vision.  Lack of communication and clarity play into fears.

16.  Flexibility of priorities.

Additional thoughts:

1.  How do we show LCE impact?  It can be years before impact is visible.

2.  Staff development recommendations will result in a system that is less impacted by retirements or other staff changes, because everyone will have those competencies that transfer from one technical content area to another.

3.  Professional development opportunities are being planned through North Central Rural Development Center in 2005 and 2006.  A leadership team participating in the 2005 training and coordinating the IP video training in 2006 could be a building block for us.    

