





EXECUTIVE SUMMARY

he Leadership Alliance is a successful pipeline model that systematically mentors talented

underrepresented and underserved individuals at all stages of the higher education pipeline into

positions in academia, the public and private sectors, offering support at each step of the academic
pathway. The collective and dedicated efforts of the Leadership Alliance Institutional and Program
Coordinators have contributed significantly to the development of a competitive and diverse workforce.
A continued investment in the Leadership Alliance is essential to transforming the culture, values, and
practices of our institutions to make diversity a valued part of the academic landscape and, through the
production of high-quality, multi-disciplinary scholars, to diversify the base of faculty in the academy and
leaders in the public and private sectors.

To move us well beyond the accomplishments we have achieved thus far, the Leadership Alliance
community has invested its rich intellectual capacity to establish new standards of excellence informed by
ambitious goals and clearly-defined strategic actions and outcomes. With the combined, unified efforts

of its coordinators and stakeholders, the Leadership Alliance has embarked on the development and
implementation of a new strategic direction: A Decade of Distinction.

MISSION STATEMENT

The mission of the Leadership Alliance is to develop underrepresented students into outstanding leaders
and role models in academia, business and the public sector.

VISION STATEMENT

By 2020, the Leadership Alliance will become the nation’s preeminent consortium for academic diversity.

STRATEGIC PLAN GOALS
The following goals are essential to defining the strategic direction of the Leadership Alliance:

GoAL 1: Develop a Prepared Talent Pool for the 21st Century Workforce
GoaL 2: Expand the Cadre of New Doctoral Scholars

GoaAL 3: Sustain Institutional Commitment to Diversity

GoAL 4: Manage the Consortium Partnership Effectively

GoAL 5: Advance the Visibility and Reputation of the Consortium

The strategic goals outlined in this plan articulate a bold vision for the Leadership Alliance that will serve
to guide our efforts over the next decade. Implementation of this plan will require a sustained investment
to achieve the intended outcomes of advancing diversity and institutional transformation. A Decade

of Distinction, therefore, continues the Alliance vision fo train, to mentor and to inspire a diverse and
competitive 21st century workforce!
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Develop a Prepared Talent Pool
for the 21st Century Workforce

OBJECTIVE

Recruit and prepare undergraduate students to successfully
compete for academic and professional training

Strategic Actions

|dentify, talented, diverse, research-oriented
undergraduates with demonstrated potential
to pursue graduate-level training using
technology-driven, multi-faceted recruitment
strategies

Provide innovative, multidisciplinary training
within a community of scholars that promotes
academic excellence, collegial collaborations,
social awareness and engagement in
scholarly careers in academia, public and
private sectors

Provide students with enriched international
experiences that prepare them to address
global challenges of the 21st century

Benchmarks

Existing recruitment strategies generate
nearly 1000 applicants per year for the
Summer Research Early Identification
Program (SR-EIP), of which an average of
180 participants have been selected over the
past five years. We will increase the average
cohort by 25% (225 students) per year for the
next five years.

By 2015, we will increase opportunities for
undergraduates majoring in physical sciences
and engineering to 25% and socials sciences
and humanities by 35%, to reach the national
averages of PhD production. This will be
predicated on the availability of funding.

A pilot, multi-disciplinary international
program will e formulated by 201 that will
support a cohort of advanced undergraduates
who will commit to a summer experience

at an Alliance institution, followed by an
international summer research experience.
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Outcomes

A qualified and motivated pool of
undergraduates poised to undertake
competitive research experiences committed
to developing the next generation of scholars.

Exemplary programs that provide students
transformational learning and mentoring
experiences that expand their pathways to
competitive graduate training programs and
prepare them for the 21st century workforce.

Well-prepared students who have developed
the academic ability and cultural competence
to compete in a multicultural, international
environment.



OBJECTIVE

Mentor graduate trainees to complete successfully
all aspects of their advanced training

Strategic Actions

Introduce students to all aspects of doctoral
training programs in various academic
disciplines to enable students to make an
informed decision about applying to advanced
training programs. Cement collaborations
with member institutions and professional
organizations to encourage application to
doctoral training programs.

Enhance professional development
opportunities and supportive resources at the
critical transitions of students’ graduate and
post-graduate career pathways to promote
student retention and graduation.

Foster networking opportunities at the
Leadership Alliance National Sympasium
combined with web-based social networking

resources on the Leadership Alliance website.

Benchmarks

Between 2002-2006, an average of 46% of
seniors applied to PhD programs. By 2015, the
goal is to increase this enrollment to 50% of
seniors applying to PhD programs.

By 2020, 40 PhDs graduate per year, for a
total of 200 PhDs produced between 2015
and 2020.

By 2015, new warkshops and skill-building
opportunities will be incorporated in

the symposium in conjunction with the
development of an online networking tool for
LA participants.

Outcomes

An increased enrollment of highly-qualified
Leadership Alliance students into doctoral
training programs.

An increased production of Leadership
Alliance alumni completing doctoral training
programs.

A greater sense of community and peer
mentoring among Leadership Alliance
graduate student alumni.
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Expand the Cadre of
New Doctoral Scholars

OBJECTIVE

Enhance the pool of doctoral scholars who seek appropriate
apprenticeships to secure a variety of career appointments

Strategic Actions

Establish a one-day, professional
development workshop for graduates
students and doctoral scholars prior to the
Leadership Alliance National Symposium.

Explore technology that will market graduate
students and doctoral scholar alumni

and facilitate networking with potential
employers and fellow colleagues.

Promote doctoral scholars through
opportunities to present their scholarly work.

Create relationships with professional
societies.

Benchmarks

By 2015, we will recruit 20-30 graduate
students and doctoral scholars each to
participate in the pre-conference workshop.
Evaluations including quantitative and
qualitative elements will be used to monitor
program effectiveness. Long-term tracking
will monitor career advancement.

By 2015, we will establish online

resources that will offer networking and
marketing capabilities. We will monitor the
participation of these tools and assess career
advancement opportunities of graduate
students and doctoral scholars. By 2020, we
anticipate 50% usage by alumni.

By 2015, one-third of our annual doctoral
scholar cohort will be invited to make
scholarly presentations. A 50% increase will
be expected by 2020.

By 2015, relationships with professional
societies will be established to provide
opportunities for 10-15 alumni, with a 50%
increase by 2020.
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Outcomes

Graduate students and doctoral scholars
receive effective mentoring in career
preparation, planning and placement that
enables them to successfully transition along
their career pathways.

Greater exposure and career placement
opportunities for graduate students and
doctoral scholars through an online,
searchable database.

Career advancement through an organized
Doctoral Scholar Seminar Series at
Leadership Alliance member institutions.

Expanded network for graduate students
and doctoral scholars within their specific
disciplines that foster employment and
professional development opportunities.



OBJECTIVE

Maintain strong networks with Leadership Alliance alumni,
colleagues and mentors for mentoring all along the career pathway

Strategic Actions

Articulate a clear identity of a sustainable
Leadership Alliance Alumni Association
that supports the mission and values of
the Leadership Alliance and promotes the
recruitment and active engagement of the
alumni community.

Develop innovative programming and support
services to engage alumni in activities

that will help all members of the alumni
community succeed in the various stages of
their professional lives.

Engage Leadership Alliance undergraduate
and graduate student alumni as ambassadors
to strengthen their relationship with the
Leadership Alliance before the graduate.

Cultivate a culture of community service
among Alliance alumni to promote active
engagement with their local communities.

Benchmarks

By 2015, establish an alumni association with
at least 50 members, including an advisory
board. By 2020, increase the membership to
50% of the total doctoral scholar cohort.

By 2015, we will establish online

resources that will offer networking and
marketing capabilities. We will monitor the
participation of these tools and assess career
advancement opportunities of graduate
students and doctoral scholars. By 2020, we
anticipate 50% usage by alumni.

By 2015, one-third of our annual doctoral
scholar cohort will be invited to make
scholarly presentations. A 50% increase will
be expected by 2020.

By 2015, establish an ambassador program
comprised of at least two undergraduates
and two graduate students at each of our
member institutions. By 2020, increase

the participation in this program by 50%.
Recruitment of applicants will be monitored.

Outcomes

Active alumni association with defined
mission, values and goals staffed by a
functional advisory board of alumni.

Workshops and web-based resources
designed to foster networking, skill-building
and professional development.

Increase visibility of the Leadership Alliance
from dedicated alumni who have uniquely
benefited from the Leadership Alliance
experience.

Motivated alumni inspired to serve as
mentors and role models in their communities
and within the Leadership Alliance national
network.
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Sustain Institutional
Commitment to Diversity

OBJECTIVE

Support the presidents and other administrative leaders of partner
institutions in championing diversity as a core value of institutional success

Strategic Actions Benchmarks

Engage member institution presidents in a By 2015, convene Presidential Forum.
national discussion forum that addresses

issues on diversity and enables leadership

at various types of institutions to share

strategies for promoting an inclusive and

welcoming academic environment.

Facilitate conversations of evidence-informed Develop a list of diversity-related topics for

approaches from member institution business meeting discussion through 2015.

coordinators on enhancing institutional These conversations in conjunction with the

excellence through diversity. perspectives gleaned from the Presidential
Forum will provide further directions for
topics to address by 2020.
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Outcomes

Continued investment in the Leadership
Alliance by the institutional presidents and
an opportunity to obtain their perspectives
on diversity-related issues, national need and
trends in higher education.

Shared experience on diversity-related
topics from Leadership Alliance institutional
and program coordinatars through thematic
discussions during hi-annual business
meetings.



OBJECTIVE

Access and augment the expertise of institutional
coordinators for internal and external constituencies

Strategic Actions Benchmarks

Provide annual reports of the Leadership
Alliance’s activities and achievements for
distribution among internal and external
stakeholders.

By 2011, develop an Annual Report and
maintain its distribution.

By 2011, develop innovative programming
that will foster networking among
coordinators, greater understanding of

the Leadership Alliance and provide an
opportunity for coordinators to share
information about their summer programs.
Assessments for participants will shape the
workshop activities in subsequent years.

Conduct annual Coordinators” Warkshop
that provides insights into the programs and
activities of the Leadership Alliance.

By 2011, develop Leadership Alliance fact
sheets, slides and other web-based resources
Leadership Alliance’s initiatives and outcomes that will be updated in response to feedback
internally, by exploring new intra-institutional from stakeholders for use in subsequent
partnerships and externally, by incorporating years.

Leadership Alliance activities when making

presentations.

Develop materials to support institutional
and program coordinators in promoting

Outcomes

Informed stakeholders receive detailed
operational and financial information on a
systematic basis.

Informed coordinators have a comprehensive
understanding of their roles and
responsibilities, the Leadership Alliance’s
programs and resources and how the
consortium conducts business.

Enhanced visibility of the Leadership Alliance
impact on both national and institutional
levels through the use of accessible
electronic and paper-based resources.
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OBJECTIVE

Highlight and reward faculty who participate in mentoring and training
a diverse workforce in the execution of their scholarship and service

Strategic Actions

Recognize the accomplishments of faculty
who serve as mentors for undergraduates in
the summer research program and faculty
advisors at their home institutions.

Involve faculty mentors and advisors in
other Leadership Alliance activities to obtain
their perspectives and feedback on related
initiatives.

Support faculty for involving students in
discipline-specific professional conferences.

Benchmarks

On average, 5-10% of our mentors have
served at least three summers. By 2015,
increase this percentage to 15% and
acknowledge their efforts.

Each year, invite up to 20 faculty members to
attend the national symposium.

By 2015, we will establish a mechanism to
enable 10% of our summer undergraduate
cohort to participate in a professional
conference with their faculty mentor and
increase this to 50% by 2020.
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Outcomes

Motivated faculty who serves as mentors
multiple summers to provide meaningful
summer research experiences and informed
advisors who mentor qualified students for
competitive research experiences.

Active engagement in other aspects of
Leadership Alliance activities to promote the
greater understanding and participation.

Greater exposure for students to mentor’s
professional networks and enhanced
understanding of the research within the
broader context of the discipline.
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Manage the Consortium
Partnership Eftectively

OBJECTIVE

Invest in shared data on progression,

Strategic Actions

Ensure a rigorous evaluation of all Alliance
programs and investigate new technology for
evaluation dissemination and analysis.

Develop a comprehensive, centrally managed
data repository that supports data access and
archiving.

Develop a formalized data collection process
for tracking program participants by each
member institution.

Compile and publish core training activities of
summer research programs centrally on the
Intranet.

Conduct analyses of Leadership Alliance data
to identify trends and investigate universal
and translatable parameters that address
program effectiveness.

outcomes and effective practices

Benchmarks

Update evaluations for national SR-EIP
program annually.

Data repasitory up and running by 2012.

By 2011, establish a systematic data
collection process with all coordinators
contributing data. Conduct annual
assessments.

By 2011, publish training activities on the
Intranet and update annually.

Submit two grant proposals to conduct

studies by 2015. Submit renewals by 2020.
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Outcomes

Routine assessments of new and existing
programs throughout their project periods to
monitor their effectiveness and outcomes.

Accessible national and institutional data for
coordinators’ use in reporting or promoting
Leadership Alliance activities.

Updated data on program cohorts.

Shared programmatic resources strengthens
summer research programs.

Submission of results for peer-review
publications and widespread dissemination.



OBJECTIVE

Strengthen an effective governance process to maintain
the integrity and vitality of the consortium

Strategic Actions Benchmarks Outcomes

Sustain the self-governance process of the Conduct biennial committee elections. Committees work together toward a

consortium. shared vision during the planning and
implementation of Leadership Alliance
activities.

Explore technology to exploit web-based By 2011, utilize webinars and live video Productive meetings advance the agenda of

approaches for committee meetings. conferencing to conduct remote meetings. the Leadership Alliance in a cost-effective
manner.
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OBJECTIVE

Engage in effective collaborations that share expertise, enhance
quality and improve success of the participating institutions

Strategic Actions

Create a collaborative environment
compassing an inventory of grants, contracts
and special resources; discussion forums and
other tools for use by Leadership Alliance
institutions to identify potential partnerships.

Post relevant partnership-building information
on the Intranet.

Implement conferences and workshops to
establish opportunities that foster partnership
building.

Benchmarks

|dentification of appropriate technology and
implementation by the end of 2011.

Intranet database will be in place by 2012
and updated annually.

Incorporate workshop to discuss ideas during
2011 national symposium. Plan to implement
ideas by 2012.
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Outcomes

Formation of inter-institutional partnerships
that share expertise and provide opportunities
at various levels of the academic pathway
through the use of Leadership Alliance
collaboration tools.

Enhanced exchange of information and
resources on partnership opportunities among
Leadership Alliance member institutions.

Assembly of faculty and administrators from
Leadership Alliance institutions in which
specific partnerships are formed.



OBJECTIVE

Secure long-term resources to achieve fiscal stability for Leadership Alliance programs
through innovative partnerships with industry and government entities

Strategic Actions

Diversify Leadership Alliance’s revenue
sources by pursuing financial growth
opportunities with new partnerships with
governmental agencies, industries and
corporations, and private foundations.

Collaborate with member institutions to
write grants in support of Leadership Alliance
programs.

Establish and implement a process for
evaluating the current Leadership Alliance
business model to provide recommendations
for improvement and expansion.

Establish a mechanism to engage Leadership
Alliance alumni as donors.

Benchmarks

Increase support from diverse non-
governmental sources from 9%-25% of total
Leadership Alliance budget by 2015.

Submit at least three grant proposals
annually with partner institutions.

Initiate analysis in fall 2011 and present
recommendations at 2012 spring business
meeting.

By 2015, receipt of actual alumni donations
totaling $100,000

Outcomes

Sustainable funding to support the Leadership
Alliance infrastructure in addition to new and
existing programs.

Creation of discipline-specific programs that
take advantage of the faculty expertise at the
partner institution and Leadership Alliance
administrative infrastructure.

A sustainable business model in support of
the Leadership Alliance infrastructure and
initiatives.

New revenue-generating program in support
of Leadership Alliance initiatives.
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Advance the Visibility and Reputation
of the Consortium

OBJECTIVE

Contribute to peer reviewed publications and best practices guides based on
Leadership Alliance experiences that are cited and utilized by others

Strategic Actions Benchmarks
Submit scholarly publications on Leadership By 2015, submit four manuscripts about
Alliance program results for peer review. Leadership Alliance programs for peer review.

A 50% increase will be expected by 2020.

Develop and disseminate best practices in Develop 1-2 new guides and update existing
recruitment, mentoring, and career planning, guides by 2015. Develop additional best
placement and development. practices documents by 2020.

Initiate a book project involving Leadership By 2015, publish historical account of the
Alliance coordinators and affiliated Leadership Alliance.

colleagues that documents the history of the

Alliance.
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Outcomes

Broad discussion of Leadership Alliance
collective knowledge base.

Effective transfer of knowledge of Leadership
Alliance expertise to benefit internal

and external stakeholders committed to
developing a diverse and competitive
workforce.

Comprehensive historical account of the
organization.



OBJECTIVE

Participate in policy setting discussions and deliberations in various
sectors (academic, government, industry, private, international)

Strategic Actions Benchmarks Outcomes
Cultivate relationships with stakeholders in Participation in annual meetings with various Contribution of Leadership Alliance’s vision
various sectors. stakeholders. and successes to inform national and

international policy.

Establish consultative service to institutions By 2015, establish practice and knowledge Recognition as a leader employing innovative
of higher education for matching Leadership base. By 2020, secure sustainable revenue for and proven strategies to develop a diverse
Alliance’s expertise to advise on training and services. and competitive 21st century workforce.

workforce development toward meeting the
challenges of the 21st century competitive
global markets.
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APPENDIX 1: ACKNOWLEDGEMENTS

Workgroups

in Ancillary Training

Defining Best Practices

Creating Partnerships
with Minority-Serving
Institutions

Mentoring Emerg-
ing Scholars for First
Careers

Executive Staff Liaison Barbara Kahn

Karen Jackson-Weaver
Patti Lee-Robinson

Workgroup Lead
Coordinator(s)

Jabbar Bennett
Joseph Brown
Arnaldo Diaz
Christine Gonzalez
Michelle Grundy
0.W. Johnson
Megan McNulty
Joan Mecsas
Barbara Nesmith
Brian Pogue
Carlos Ramos
Laurel Southard
Jocelyn Spragg
Catherine Will

Workgroup Participants

APPENDIX 2: THE STRATEGIC PLANNING PROCESS

MissioN

o Provides the organizational purpose of the
Leadership Alliance Consortium

o  Establishes and describes core values

PROGRESS TO DATE

«  Current status of the organization related to the
mission and values

o Review of progress since inception or last plan

FACTOR ANALYSIS

o Analysis of internal and external factors to identify
strengths, weaknesses, opportunities and threats
(SWOT) that Leadership Alliance will face in
implementing the new strategies

VISION STATEMENT

o Description of the envisioned future when the
Leadership Alliance succeeds in implementing its
strategies and achieves its full potential
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Valerie Wilson

John Wilson
Mark Hernandez

Earnestine Baker
Gary Donaldson
Michael Gaines
Louise Hainline
George Hill
Marjorie Old Horn
Roosevelt Ratliff
David Redman
Debra Szybinski
Orlando Taylor
Anne Watts

Ken Warren

STRATEGIC GOALS

Medeva Ghee

Nancy Thompson
Liza Cariaga-Lo

Cheryl Apprey

Roger Chalkley
Yvette Dalton-McCoy
Chris Golde

Cynthia Neal Spence
Michelle Nearon
Joel Oppenheim
Terry Plater

John Rose

Ed Roulhac

Nancy Schwartz
Pamela Scott Johnson

o Long-term targets and/or statements of what the
Leadership Alliance hopes to accomplish over the

time frame of the plan

AcTION PLANS

o Specific and measurable steps taken to achieve each

of the strategic goals

o  Short-term and Long-term action plans needed

OUTCOMES ASSESSMENT

o Report progress on a regular basis on the
accomplishment of short- and long-term actions
related to strategic goals (Annual Report)

o Mid-term and final assessment of accomplishments

related to overall vision



APPENDIX 3: ANALYSIS OF THE CURRENT ENVIRONMENT

In order to move ahead, the Leadership Alliance Coordinators were asked to provide their thoughts on the factors in the
current environment that should be taken into consideration as the future direction of the Leadership Alliance is planned. The
group completed an analysis of the strengths, weaknesses, opportunities, and threats (SWOT) on the current and potential
state of the Consortium through questions posed in the following formats:

Strengths Weaknesses

What do we do well? What are we not doing well that can be improved?

What resources can we draw upon? Where do we have fewer resources than others (beyond money)?
What do others see as our strengths? Where are we vulnerable?

Opportunities Threats

What opportunities are open to us over the next 10 years? What external trends could harm us?

What trends should we take advantage of? What is our competition doing well that we are not doing?
What strengths can we turn into opportunities? What are the principal roadblocks?

Six key themes emerged that the coordinators believed would influence the world in which the Alliance would operate
over the next decade:

1. Climate - in the short term, the current political climate was viewed as an opportunity because of the emphasis
on improving the job market and investment by the government in opportunities in the education and workforce
development; in the long term however, there is a possible challenge to diversity efforts if the economic crisis persists.

2. Collaboration — The administrative support, organization and processes of the Alliance are viewed as strengths, with
an emphasis on creating and disseminating best practices. The analysis pointed to a need to maintain institutional
interactions and strengthen the ways in which the unique contributions of the Alliance to the educational landscape
is articulated.

3. Impact - Outcomes data are viewed as emerging strengths, because of the opportunity to increase national visibility;
however the Alliance is not as visible as others who may be peers/competitors in our programming.

4. Funding - Long-term funding stability is a weakness, due to the reliance on ‘soft money’ and a less diverse funding
base. Uncertainty of cost sharing by Alliance partners also factors into this opinion. The investment of stimulus
dollars in 2009-2010 has been an opportunity, but issues related to long-term stability and future soft money
availability persist.

5. Resources — The research programs and symposium are strengths. Opportunities lie in several areas such as the
formation of internal partnerships, diversifying the disciplinary scope of Alliance programs, use of technology to best
advantage, and forging relationships with external partners to build a broader base of support.

6. Trainees and Alumni - Finally our mentoring process and emphasis on the training pathway are strengths; the
doctoral scholars are viewed as a strength that we can turn into significant opportunity. One perceived weakness
which we can turn into an opportunity is the articulation of programs for the graduate and postdoctoral level.

A second perceived weakness that presents a unique opportunity is a clear call to increase the diversity of the
populations we serve with emphasis on populations in the west and a focus on the economically disadvantaged. A
weakness that poses a long-term threat is in the area of mentoring that focuses on the availability of faculty. A second
significant weakness that poses a long-term thereat concerns the availability of trainee slots and the elevation of
experience needed to secure these training slots.
These broad categories provided a basis for a shared assessment of our core competencies, internal capabilities and collective
will for growth and improvement. It also focuses attention on the internal and external liabilities that may challenge our work
ahead. These observations were used to construct the next phase of our process — developing goals, strategies and short- and
long-term actions to accomplish these goals.
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THE LEADERSHIP ALLIANCE
MEMBER INSTITUTIONS

Brooklyn College

Brown University

Chaminade University of Honolulu
Claflin University

Columbia University

Cornell University

Dartmouth College

Dillard University

Harvard University

Howard University

Hunter College

Johns Hopkins University
Montana State University—Bozeman
Morehouse College

Morgan State University

New York University

THE LEADERSHIP ALLIANCE
EXECUTIVE OFFICE

Box 1963

164 Angell Street

Providence, RI 02912
Telephone: (401) 863-1474

Fax: (401) 863-2244
www.theleadershipalliance.org

Princeton University

Spelman College

Stanford University

Tougaloo College

Tufts University

University of Chicago

University of Colorado at Boulder
University of Maryland, Baltimore County
University of Miami

University of Pennsylvania
University of Puerto Rico
University of Virginia

Vanderbilt University

Washington University in St. Louis
Xavier University of Louisiana

Yale University

The Leadership Alliance is a multi-institutional
academic consortium of leading research and
teaching colleges and universities. The mission
of the Alliance is to develop underrepresented
students into outstanding leaders and role models

in academia, business and the public sector.



