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Collaborative Leadership Skills - A Critical Component
Because collaborative interaction is challenging, it takes special skills to shepherd a
group through this developmental continuum. Collaborative leadership is apparent in
those who inspire commitment and action, lead as a peer problem solver, build broad
based involvement, and sustain hope and participation. Based on research with noted
leadership experts and the public health practice community, the Turning Point
Leadership Development National Excellence Collaborative identified a number of core
collaborative leadership capacities in 2001. This National Excellence Collaborative,
funded by The Robert Wood Johnson Foundation and made up of public health
practitioners from around the country, has worked to better define, describe, and build the
skills of collaborative leadership among those who participate in public health work.

Collaborative Leadership Practices
Clearly there are a number of critical skills and capacities collaborative leaders should
possess. Many of the skills are not necessarily unique to a collaborative form of
leadership and have already been described in the literature and developed into training
curricula. The work of the Turning Point Leadership Development National Excellence
Collaborative, however, has illustrated six key practices that are unique to the practice of
leading a collaborative process. They are:
• Assessing the Environment for Collaboration: Understanding the context for
change before you act.
• Creating Clarity - Visioning & Mobilizing: Defining shared values and engaging
people in positive action.
• Building Trust & Creating Safety: Creating safe places for developing shared
purpose and action.
• Sharing Power and Influence: Developing the synergy of people, organizations,
and communities to accomplish goals.
• Developing People - Mentoring and Coaching: Committing to bringing out the
best in others and realizing people are your key asset.
• Self-Reflection - Personal CQI (Continuous Quality Improvement): Being aware
of and understanding your values, attitudes, and behaviors as they relate to your
own leadership style and its impact on others.
Each of these elements is key to the collaborative process. They are not mutually
exclusive but support each other and provide a comprehensive picture of the essential
skills of a collaborative leader.
Assessing the Environment: This is the capacity to recognize common interests,
especially the capacity to recognize and understand other perspectives. It is a
fundamental quality of collaborative leadership. Collaboration seeks goal attainment
around shared visions, purposes, and values. When he or she brings different points of
views to an issue or problem, a collaborative leader facilitates connections and
encourages group thinking that identifies clear, beneficial change for all participants. The
goal is to set priorities and then identify barriers and obstacles to the achievement of
priorities.
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Module Purpose and Objectives
Purpose
Provide a conceptual foundation and techniques for Creating Clarity, including the
visioning and mobilization processes.
Learning Objectives
1. Increase the conceptual understanding of Creating Clarity and its interrelationship
among the six collaborative leadership practices.
2. Identify the skills and qualities associated with the collaborative leadership practice
of Creating Clarity.
3. Examine the concept of Creating Clarity as a practice of collaborative leadership.
4. Experience or practice facilitating a shared visioning process in a simulated situation.
5. Create a Personal Learning Plan to increase competency in Creating Clarity using
outcomes of self-assessment and awareness of resources for extended learning.
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Vision and Visioning Definitions
A compelling mental picture ofhow an organization will look and function when a
particular strategy is realized.
-Ciampa and Watkins, Right from the Start
A compelling and inspiring image ofa desired and possible future that a community
seeks to achieve.
-Bezold, Institute for Alternatives Thinking, In Visioning At-A-Glance, MAPP
Community visioning is both process and outcome. Its success is most clearly visible in
an improved quality oflife, but it can also give individual citizens and the community, as
a whole, a new approach to meeting challenges and solving problems.
-National Civic League, The Community Visioning and Strategic Planning
Handbook
A well-conceived vision consists ofa core ideology and an envisioned future. Core
ideology is what the partnership stands for (core values) and why the partnership exists
(core purpose) .... An envisioned future defines what the partnership aspires to become,
achieve, and create.
-Alexander, et.al., Leadership in Collaborative Community Health Partnerships
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Reducing Racial Disparities in Juvenile Detention
Background Information
The number of youth held in secure detention nationwide increased by 72 percent from
1985 to 1995. During this period, the proportion of white youth in detention dropped, and
youth of color came to represent a majority of the young people detained.
Between 1983 and 1997, the overall youth detention population increased by 47 percent,
but the detained white youth population increased by 21 percent, while the detained
minority youth population grew by 76 percent 1 • This means that 80 percent of the
increase in youth being detained during these years were youth of color, or put another
way, 4 out of 5 new youth detained during this 15-year period were youth of color.
Recent research by the Office of Juvenile Justice and Delinquency Prevention (OJJDP)
and the Building Blocksfor Youth initiative has documented the scale at which youth of
color are affected by policies that have expanded the use of juvenile detention:
• Of the 105,790 youth in juvenile detention facilities prior to adjudication or
committed to state juvenile correctional facilities following adjudication in 1997,
minority youth represented 63 percent committed, even though they only
represent 34 percent of the total youth population in the United States. White
youth represented 71 percent of the youth arrested for crimes nationwide but only
37 percent of committed youth.2
•

In 1997-98, African American youth represented 15 percent of the total youth
population, but 26 percent of the youth arrested, 31 percent of the youth referred
to juvenile court, and 44 percent of the youth detained.3

•

By 1997, in 30 out of 50 states (which contain 83 percent of the U.S. population)
youth of color represented the majority of youth in detention. Even in states with
tiny ethnic and racial minority populations (like Minnesota, where the general
population is 90 percent white, and Pennsylvania, where the general population is
85 percent white), more than half of the detention population are youth of color.

•

In 1997, OJJDP found that in every state in the country (with the exception of
Vermont), the minority population of detained youth exceeded their proportion in
the general population.4

Because detention is a key entry point from which youth further penetrate the juvenile
justice system, decisions made at detention can have a profound impact on
disproportionality throughout the system. Both aggregate national and individual state
data show that racial disparities increase at every stage of the juvenile justice process. For
example, when white youth and African American youth with no prior admissions to
public facilities were charged with the same offenses, African American youth were six
times more likely than white youth to be incarcerated. Latino youth were three times
more likely than white youth to be incarcerated.
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Readings and Resources
Fundamental Concepts
Collaborative Leadership and Health: A Review of the Literature. Turning Point National
Office, University of Washington, January 2002.
http://www.turningpointprogram.org/Pages/devlead_lit_review.pdf.

Collaboration and the Turning Point Initiative: Proceedings of a Conference on
Leadership Development Held at the University ofDenver, April 6, 2001.
http://www.turningpointprogram.org/Pages/devlead_expert__panel_full.pdf.
Turning Point. www.turningpointprogram.org. Collaborative leadership readings, Web
links, products, case studies, and more.
Bolman, L. and Deal, T. Reframing Organizations: Artistly, Choice and Leadership. San
Francisco: Jossey-Bass, 1997.
Chrislip, D. The Collaborative Leadership Fieldbook. San Francisco: Jossey-Bass, 2002.
Chrislip, D. and Larson, C. Collaborative Leadership. San Francisco: Jossey-Bass, 1994.
Chrislip, D.D. and Flowers, J. (2001) The Change Project: David Chrislip. Collaboration:
The New Leadership. A conversation between David Chrislip and Joe Flowers.
www.well.com/user/bbear/chrislip
Heifetz, R. and Linsky, M. Leadership on the Line. Harvard Business School Press, 2002.
Kouzes, J. and Posner, B. The Leadership Challenge. San Francisco: Jossey-Bass. 1995
Kouzes, J. and Posner, B. The Leadership Challenge Planner. San Francisco: Jossey
Bass. 2000.
Lasker, R. and Weiss, E. Broadening Participation in Community Problem Solving: A
Multidisciplinary Model to Support Collaborative Practice and Research. J of Urban
Health: Bulletin of the New York Academy, vol. 80, No. 1, March 2003.
(http:/ /www.cacsh.org/pdf/modelpaper.pdf)
Northouse, P.G. Leadership: The01y and Practice. Sage Publications. Thousand Oaks,
Ca. 1997.
Senge, P. The Fifth Discipline. New York: Doubleday. 1990
Senge, P. The Fifth Discipline Fieldbook. New York: Doubleday, 1994.
Sorenson, T. and Epps, R. Leadership and Local Development: Dimensions of
Leadership in Four Central Queensland Towns. Journal ofRural Studies. 1996. 12(2)
113-125.
Winer, M. and Ray, K. Collaboration Handbook: Creating, Sustaining, and Enjoying the
Journey. Amerst H. Wilder Foundation. 1994.
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Personal Learning Plan
Refer to your Creating Clarity: Self-Assessment Exercise. Look at your Behavior
Frequency ratings for each item. List the three to five items with the lowest scores.
1.
2.
3.

4.
5.
These are areas you may want to focus on in your learning goals.
My learning goal(s) for the next 6 months:

Resources I will use (fill in specifics, if possible)?
Reading

Peer Support

Journaling

Coaching

Training

Other?
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