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THE ART OF LEADERSHIP
Simply and plainly defined, a leader is one who has followers.

The leader deserves to have followers for he or she has earned recognition. Authority alone is no longer enough to command respect.

The leader is a great servant. The ideal of leadership in a democracy is expressed in the statement, "And whoever will be chief among you let him be your servant."

The leader sees things through the eyes of his or her followers by assuming their standpoint.

The leader does not say, "Get going!" but rather "Let's go!" and leads the way. The leader does not walk behind with a whip but instead in front with a banner.

The leader views others as partners in the work who also share in the rewards. The leader glorifies team spirit.

The leader encourages individual growth for as individuals grow so to does the organization.

A leader does not hold people down but rather lifts them up.

The leader has faith in people. Through believing and trusting them, their best is drawn out. They rise to high expectations.

The leader uses the heart as well as the head. After observing the facts with the head, the leader then lets the heart take a look too. The leader is not only a boss but also a friend.

The leader is a self-starter, creating plans and setting them in motion. Both an individual of thought and action, the leader is a dreamer and doer.

The leader has a sense of humor, possessing the ability to laugh at him or herself. The leader has a humble spirit.

The leader can be led. He or she is not interested in having his or her own way, but in find the best way. The leader has an open mind.

The leader eyes high goals, striving to make personal efforts and those of others contribute to the enrichment of personality and achievement for all.


Adapted from Wilferd A. Petersen

LEADERSHIP
The Ten Characteristics of a Leader:

· Persistence - Not insistence. A strong leader hangs on a little longer, works a little harder.

· Imagination - He harnesses imagination to practical plans that produce results.

· Vision - The present is just the beginning. A leader is impressed with the possibilities of the future.

· Sincerity - A good leader can be trusted.

· Integrity - A good leader has principles and lives by them.

· Poise - A good leader isn't overbearing, but is friendly, assured.

· Thoughtfulness - He is considerate, aware.

· Common Sense - A good leader has good judgement based on reason.

· Altruism - A good leader lives by the Golden Rule.

· Initiative - He gets things started now.


All alumni volunteers are in a position of Fraternity leadership, and as such, there are important questions to consider. The most important question is, "Am I going to be a leader?"  At first this may seem confusing, but just because a person is in a position of leadership doesn't mean that he is a leader. Others' respect must be earned for recognition of leadership to occur. The way to earn respect is to work hard and emulate all of the characteristics mentioned above.


Leaders have to be thorough. Many times a decision needs to be made between the "quick way," barely getting by, or expending the effort necessary to do a complete job. As a leader there are times when the membership will want to let something "slide" but true leaders will do what is right.


Alumni volunteers will have to sell ideas and programs to individuals, groups, and chapters. At all times they must be honest in order to be effective.


Alumni volunteers will need to be fair and equal and not show favoritism in order to excel. To be a good leader, the alumni volunteer has to be willing to pay the price. The job will never be easy and the member can't look for scapegoats or rewards. The rewards will come when he performs his duties to the best of his ability.





LEADERSHIP TRAITS

Certain human qualities are of great value to the leader. Possession of these traits simplifies the task of applying leadership and assists greatly in winning confidence, respect, and cooperation. An individual can benefit by studying the traits considered important to the leader. By careful self-analysis and application, you can develop those areas in which you are deficient and further strengthen those in which you are strong. The following list of leadership traits is by no means all-inclusive but does contain those of paramount importance to the leader.

· Alertness is vigilance, promptness, and responsiveness.

· Bearing denotes desirable physical appearance, dress, and deportment.

· Decisiveness is the ability to make decisions when indicated and announce them authoritatively, concisely, and clearly.

· Dependability is doing one's duties with or without supervision.

· Endurance, both mental and physical, is necessary to continue and complete any reasonable task.

· Enthusiasm is the positive zeal or interest in the task at hand. It is easily communicated to followers.

· Humility is freedom from arrogance and unjustified pride.

· Humor is the capacity to appreciate the many amusing or whimsical happenings of everyday life, especially those which pertain to the leader him or herself.

· Initiative is the willingness to aid in the absence of orders and to offer well considered recommendations for the improvement of the chapter.

· Integrity is the honesty and moral character of the leader that must be unquestioned.

· Intelligence is the intellect of the leader which must be adequate to master the problems presented.

· Judgment is the power of the mind to weigh various factors and arrive at a wise decision.

· Justice is the equitable and impartial bestowing of favors and punishment.

· Loyalty must extend both up and down. The leader cannot expect loyalty unless he or she is habitually loyal.

· Sympathy is the capacity for sharing the feelings of those with whom one is associated.

· Tact is the ability to deal with subordinates and superiors in an appropriate manner without giving offense.

· Unselfishness is the studied avoidance of caring for or providing for one's own comfort or advantage at the expense of others.



SETTING AND ACHIEVING GOALS

Whether you are working to establish a strong alumni program, or you are building upon an already effective program, your success as an alumni leader will be determined by the goals you set and your ability to achieve them.


There are a number of important techniques which can be used to assist you in achieving meaningful goals. Remember that preparing a set of goals and sticking them in the back of a notebook will not improve your program. You need to make the goals work for you.


1.
Generate - Start by generating as many ideas relating to alumni programming as possible . . . things you'd like to do . . . improvements you want to make . . . problems to solve . . . and goals to achieve. Don't be concerned about how outlandish an idea might be; take time to explore. Once you start to evaluate and compare your ideas, it is time to move to the next step.


2.
Target - The next step is to target those ideas which are most important to the improvement of your program. By doing this, you are evaluating the current status of the alumni program. Ask yourself and your steering committee questions relating to each idea:

· Have newsletters been well written and timely?

· Are alumni events beneficial and enjoyable for alumni?

· Is there a productive relationship between the chapter and alumni organization?

· How can the program be better?



Be honest in your evaluation; glossing over weak areas does not help anyone. As soon as realistic goals start to emerge, write them down. Make sure each goal is clear, specific and challenging, yet attainable.


3.
Research - Do not skimp on research. Go to your school library, alumni office, area hotels, copy shops, post office, etc. If a goal is to distribute a semesterly newsletter, investigate printing rates, non-profit postage status, mailing labels from the school alumni office, etc. Do not overlook people in your research. Talk with other officers and alumni or contact the International Fraternity for advice and feedback.


4.
Plan and Organize - Planning means organizing action plans, and setting time frames for each goal. Each goal must have a targeted completion date, which is tracked until its completion. Determine the steps or small jobs involved in completing each goal, the time needed to complete each step, and delegate each responsibility to a committee member. Do not spread yourself or your committee too thin. Cut back on minor goals if necessary.


5.
Execute - Now act on your goals. From your research, to your planning, you should be able to lead your committee towards the completion of each goal. but it is impossible to envision every obstacle. Track your progress continually; go back if necessary to create solutions that can get around and obstacle. By tracking goal progress and by constantly reviewing, you will be able to confront a problem as soon as it becomes apparent, and make an adjustment. Remember to praise achievement when it occurs. Achievement provides motivation toward the next goal.


MANAGING YOUR TIME
In all reality, your role as an alumni volunteer for the Fraternity could consume a tremendous amount time. Yet, you are not able to put that much time into the position without sacrificing other aspects of your lifestyle. You are first a professional in your field and then a Fraternity volunteer. Preparation is essential if you are to effectively manage the two roles.

Solid time management and organizational skills are not only a necessity for alumni volunteers, but also for your professional business life. If you do not feel confident with your ability to organize your time and responsibilities, add it to your list of things to improve. The following are some basic suggestions designed to help you make the most of your valuable time:


1.
The Master List - It is easy for an alumni volunteer to get overwhelmed with so much urgent information, demands from the President, and numerous projects half-done due to improper planning. To avoid these pitfalls that erode your time, write down all your unfinished work on a "Master List."



Make lists of everything to do. Do not jot down all your chores on little slips of paper. Instead, consolidate your notes onto one page so that you can scan it from top to bottom. Note deadlines for every one of your jobs. Ask yourself:  "Is there any work that must be done by me - a telephone call, a report?"  If so, write it on your Master List.


2.
Make Appointments - Use a calendar to schedule all your appointments. If you have work for only you to complete, make an appointment with yourself. Schedule appointments when meeting with other people or working on projects. During an appointment, find a location which avoids interruptions, close the door, and hold all calls.


3.
Expect Detours - Figure that anything that can go wrong will go wrong. In this way, you can anticipate distractions and emergencies, and will not be surprised when they occur.


4.
Deal with the Disorganized - When you are working on an assignment with another member, you must assume that he will not complete his section on time. You need to follow-up with him regularly, but still avoid doing the assignment on your own. Maintain control by not letting deadlines fall through your fingers. Do this by keeping track of the deadlines on your Master List. Give yourself cushions with meetings and projects. As a general rule, projects will take more time than you expect them to. If you need a week to get your newsletter printed, schedule for 10 days.


THE ELEMENTS OF A SUCCESSFUL ORGANIZATION

Organizations that succeed year after year are those that have a unifying philosophy of self-determination and high hope. They believe in their ability to determine their own destiny. They do not cower in the face of obstacles such as a poor economy, too few members, etc.


With successful organizations there is a sense of purpose to all action which creates a sense of identity among the members. Each feels he is a critical part of an integrated whole. The organizational purpose is an extension of individual purpose and this allows for the satisfaction of feelings of self-worth.


There is also commitment to the people, not just the task at hand. Opportunity is provided for individuals to make a meaningful contribution. The tasks are as important for the development of the individual as they are for the development of the organization. The prevailing attitude that permeates the group is positive and constructive, and has a tremendous influence on the ultimate success. The climate is set by a strong leader.

Organizations capable of inspired performance seem to have several elements at work:
· A sense of purpose

· An alignment of individuals around this purpose

· A concern for personal performance and growth

· A commitment to creating a positive environment

· An effective structure

· A clear line of authority and a strong, sensitive leader

· A level of communication that integrates reason and intuition, allows for creativity, and clarifies expectations

Successful organizations are lead by individuals who:
· Are willing to make trade-offs

· Work from set goals

· Are effective communicators

· Are perceptive and sensitive to the group

· Are good at integrating various interests and priorities

· Provide a positive role model

· Acknowledge the efforts of all


from "Foundations," Volume 2. No. 6, a publication of Miami University



FIVE KEYS TO MOTIVATION
1. 
Goals for the fraternity as well as for committees and individuals - Give something to strive for. In general, if we strive for a particular goal, our performance will be higher than if we are not aware of any specific end result. Within the fraternity, the retreat is the logical place for goal setting. If an individual can view the total goals of the organization and include some of his or her own goals, he or she s more apt to strive for the total package.

2. 
Incentives - To provide effective incentives, you must know your members and recognize that what is appropriate for one person may not be appropriate for another. Different people are motivated by different things. In addition, what may be an effective incentive at one time may not be appropriate under other circumstances. Constant evaluation of incentives is necessary. Incentives may include honors, awards, recognition, travel to divisional conferences and conventions, or even appointment to special committees.

3. 
Communications - Prior communication is an important factor in motivation. All members must be aware of the goals of the organization. Direct communication avenues can be retreats, bulletin boards, newsletters, group discussions, meetings, etc.

4. 
Evaluations - An important factor in any organization is the "feedback" from evaluations. Procedures and progress must constantly be evaluated both to and from the leadership of the chapter. Evaluations must result either in praise or encouragement to improve. Criticism when necessary, should be made in a private.

5. 
Leadership - Leadership means many things, such as organization, coordination, and management. Leadership has a set of keys:

a. The ability to arouse self involvement.

b. The ability to give freedom and keep control.

c. The ability to identify with others

.

d. The ability to give credit

e. The ability to show confidence.

d. The ability to assign blame.


g.
The ability to instill fear.


HINTS ON MOTIVATING PEOPLE
· Be a good listener.

· Criticize or reprove constructively.

· Praise publicly.

· Be considerate.

· Delegate responsibility to detail to members.

· Give credit where it is due.

· Avoid domination or forcefulness.

· Show interest in and appreciation for others.

· Make your wishes known by suggestions or requests.

· When you make a request or suggestion, be sure to tell the reasons for it.

· Let the members in on your plans and programs even when they are in an early stage.

· Never forget that the leader sets the example for the members.

· Play up the positive.

· Be consistent.

· Show your members that you have confidence in them and that you expect them to do their best.

· Ask members for their counsel and their help.

· When you are wrong or make a mistake, admit it.

· Give courteous hearing to ideas from members.

· If an idea is not adopted, tell the originator why.

· Give weight to the fact that people carry out their own best ideas.

· Be careful as to what you say and how you say it.

· Do not be upset by little hassles.

· Use every opportunity to build up in members a sense of the importance of their work.

· Give your members goals, a sense of direction, something to strive for and achieve.

· Keep your members informed on matters affecting them.

· Give your members a chance to take part in decisions, particularly those affecting them.

· Let your members know where they stand.


SIX WAYS TO MAKE PEOPLE LIKE YOU
· Become genuinely interested in other people.

· Smile.

· Remember that a person's name is the sweetest and most important sound in any language.

· Be a good listener. Encourage others to talk about themselves.

· Talk in terms of the other's interests.

· Make the other person feel important.

NINE WAYS TO WIN PEOPLE


TO YOUR WAY OF THINKING
· The only way to get the best of an argument is to avoid it.

· Show respect for the other's opinions.

· If you are wrong, admit it emphatically and quickly.

· The high road to a person's reason is to begin in a friendly way.

· The safety valve in handling complaints - let the other do a great deal of talking.

· How to get cooperation - let the other feel that the idea is his or hers.

· Try honestly to see things from the other's point of view.

· Be sympathetic to the ideas and desires of others.

· Dramatize your ideas.




SEVEN WAYS TO CHANGE PEOPLE 


WITHOUT GIVING OFFENSE
· If you must find fault, begin with praise and honest appreciation.

· Talk about your own mistakes before criticizing the other person.

· Ask questions instead of giving direct orders.

· Always let the other person save face.

· Praise the slightest improvement and every improvement.

· Give the other person a fine reputation to live up to.

· Make the fault seem easy to correct - use encouragement.

TEN BASIC STEPS TO PROBLEM SOLVING

When problems do arise, the following procedure can help find a solution. Usually, defining or identifying the problem is the most difficult step. Remember that every problem has a solution.

· Define the problem.

· Formulate the preferred state or condition.

· Determine a potential solution.

· Determine other results of the solution when implemented.

· Determine one's capabilities.

· Determine alternative solutions and outcomes.

· Select a course of action.

· Act.

· Reassess the situation and results.

· Follow through.

Do not be afraid to modify your course of action following a reassessment. Steps 7-10 may have to be repeated several times before the problem is resolved, but this is essential to the success of the effort.





CONFRONTATION

Psi Upsilon is an organization based on friendships, trust, honesty, and respect. In an ideal world, these principles would be followed by all of our members all of the time. However, the ideals that we strive to achieve are lofty, and not every member meets Psi Upsilon's standards and expectations all the time. When standards are broken in your chapter, it becomes necessary to take measures against the action occurring again.


It is normal for chapter members to test the limits or boundaries or rules or laws that are established. But by not confronting in appropriate behavior, chapter members are essentially condoning it. We are our brothers' keeper. This means that we look out for the interests of all, do the right thing, praise good deeds, and condemn bad acts. This means getting help for brothers or sisters when their behavior is self-destructive, as well as destructive to others.


As boundaries for behavior get wider, or more permissive, the behavior deviates more from the expected standard. Therefore, it is crucial to place appropriate limits on all behavior that does not meet fraternity or sorority standards.


Members will continue to challenge standards that are set as a normal part of the maturation process. However, each test must be met with a firm, consistent, and fair boundary that is enforced. By confronting our brothers, we are enforcing the standards that we have sworn to uphold. The seven steps of successful confrontation will allow you to do this.

Tools for Confrontation

Confrontation may take many forms. The choice of format depends on a variety of issues. Some options are:

· Personal feedback with the individual.

· Regular evaluations of each chapter member's behavior.

· A personal letter written to break the ice.

· Mediation when an agreement cannot be reached.

· A Court of honor or other form of judicial board or standards board.

· Expulsion, your ultimate recourse when behavior change has not occurred or the act is inexcusable.

Things to do when confronting

· Confront in private; praise in public.

· Use the "sandwich technique:" be positive first and last, criticize in between.

· Show respect for the person.

· Indicate that you care about the person.

· Carefully involve significant others.

· Pick someone for the confrontation who is respected and admired by the person being confronted.

· Praise the good in the person.

· Condemn the behavior (sin), not the individual (sinner).

· Keep to the issue.

· Gain factual knowledge of what happened.

· Help the person identify the impact or consequences of the action.

· Clearly define sanctions for the act.

· Listen to what is being said.

· Handle silence appropriately.

· Cool off before confronting.

· Time the confrontation as close as possible to the inappropriate behavior.

· Be sincere.

· Your language should reflect that "we have a problem," rather than "you have a problem." It will be less threatening.

· Follow through on any agreements made.

· Show empathy, not sympathy.

· Be firm in the standards you set.

Confrontation "Don'ts"

· Do not attack the individual, physically or otherwise.

· Do not be condescending or sarcastic.

· Do not excuse the behavior.

· Do not get trapped by the person's excuse for his/her behavior.

· Do not set standards or announce terms that you are not prepared to enact and enforce.
Seven Steps for Confrontation

Step 1: Initiate Contact


First you must make contact with the person to be confronted in an appropriate setting. It is best to pick a private place where neither individual feels threatened. Also, it is advisable to not "gang-up" on the individual during an initial confrontation, A confrontation team of two or more should only be used for a re-confrontation or for individuals who are perceived to be very resistant to change and only responsive to group opinion or pressure.


Before this step, consider:

· Who is the best person to do the confrontation?

· Is more than one person required?

· Where would be the best place to meet?

· How will you "schedule" time with this person to do the confrontation?

Step 2: Establish Rapport


Your second step is to establish a positive rapport with the person. This means the creation of a sense of mutual trust - a sense that both people present really care about each other. Attempts to create an artificial rapport will fail, as people are usually more sensitive than we might believe.


Before this step, consider:

· Do you care about this person?

· What might you say to him/her to establish a positive rapport - a sense of mutual trust?

· Are you believable?

Step 3: Identify the Issue/Problem


Working with the person, identify the issue or problem that prompted you to seek him or her out. He/she must agree that there is a problem. If not, you must return to Step 2.



During the problem identification process, it is important that you not ask the question "Why?" If you do, you will be told why - and that becomes the reason or excuse for the behavior - the justification, at least in the eyes of the other individual. You may ask "What?" but do not let the other person's excuses trap you. Clearly define the issue to yourself before exploring it with the person. Can you state the problem succinctly in non-threatening terms?


Before this step, consider:

· What are some of the "what" questions you might ask? If he/she responds as if answering a "why" question, how do you plan to avoid that becoming an excuse for condoning the behavior?

· How might you describe the consequences of the behavior or the impact of the behavior on others and the chapter?

Step 4: Problem is Agreed upon


The individual being confronted must agree that a problem does, in fact, exist. Otherwise, the person will not buy into the following steps - they will lack the necessary motivation. If they do not agree that a problem exists, you must return to either Step 2 or Step 3.


Before this step, consider:

· How can you get someone to agree that a problem exists?  Would you let them know of the importance of their actions and impact on others' health?

· How would you respond if the person does not think there is a problem?

Step 5: Attain Obtainable Commitment


After the person agrees that a problem exists, you must mutually agree on an attainable commitment on his/her part. If must be a commitment which the person has the potential to fulfill. You must provide the person with an opportunity to win, to succeed.


Before this step, consider:

· Under what circumstances would you "draw the line" and not seek step-by-step behavioral improvements, but rather demand decisive steps?

· How would you elicit a person's commitment to change?

Step 6: Keep the Commitment


On a mutually predetermined date and time, get together gain with the individual to determine whether or not he/she has been able to keep the commitment. If so, move to Step 7. If not, return to Step 5 and redefine what is an attainable commitment from the person.


Before this step, consider:

· Are you personally committed to helping this person?

· How are you supporting the individual's attempts to change?

Step 7: Praise Success

When success is realized, offer praise and positive feedback. Then obtain a commitment for further changes by returning to the fifth step and extending what was an attainable commitment. If the individual has not been successful, without being negative, again return to the fifth step and reassess what might be an attainable commitment.


Before this step, consider:

· How would you praise someone without sounding false?

(adapted from Ronald J. Taylor and the National Interfraternity Conference, "Confrontation 101.")
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