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BUILDING NEXT GENERATION LEADERSHIP

Henndy Ginting is an industrial as well as registered clinical psychologist who
graduated in 1997 from the faculty of psychology, Padjadjaran University ( Unpad),
Bandung, Indonesia. He finished his doctorate degree in clinical psychology from

Behavioural Science Institute, Radboud University, Nijmegen, under Prof. Dr.  Eni
Becker 6s andNaDri. su@asianr Tdgether with his supervisors and
other colleagues, Mr. Ginting has published research articles in prestigious
International journals. He has experienced for 17 years using and teaching various

psycho -diagnostic methods.
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Leadership Development in
University




Leaders in Our University

Level 4 Vice Rector 5 42 Years Old
Level 3 Dean/Vice Dean/Director 27 48 Years Old
Level 2 Head/Secof Dept. or Unit 93 32 Years Old

Assessment Center Results:
10% Ready

35% Ready with Development
55% Not Ready




—Fnis

Effective leaders are made, not
born. They learn from trial and error,
and from experience.

— (Colin Powell —




Acceleration Pools  syham etal. 2000)

1. Assignments
2. Short-term experience

3. Training/Executive Education

4. Professional Coaching




LeadershipLAB (Ginting, 2009)

Assessment Center Feedback sessions
(AC) exercises and (in general and
simulations individually)
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Overview Functions & Activities Preparing for ¢ | CURRENTPROJECTS | CONTACTS

AS 411-412 LEADERSHIP LABORATORY—ZERO CREDIT HOURS

This course {taken in conjunction with AS 401 and 402) allows cadetf

to use their leadership skills to plan ind
conduct cadet activities and prepares them to be commissioned into Ye active duty Air Force.

LEADERSHIP LAB

In Air Force ROTC, you will not only develop your knowledge and skills as a leader in the classroom, you will also

apply them for two hours per week in the Leadership Laboratory. There, you'll develop your demonstration of
command, effective communication, physical fitness and knowledge of military customs and courtesies.

Leadership Lab is an excellent environm#nt to improve your verbal communicatityy, planning and organizational
skills. You'll also gain valuable hands-ot\management experience with your peerg and take road trips to Air Force

bases.

2Cts

imme: Canterbury Health transformation

Here are just a few of the Leadership Lab activities:

= Physical fitness assessments ommunities) Project: Cohort 12014/2015

* Field days H infractriirtiira rahnild team)-



Competency as a crlterlon

A Sets of behaviors that are instrumental in
the delivery of desired resulisrram et al, 2002)

A Operationalized
A Assessed

A Communicated
A Developed.
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AC Exercises and Simulations

in-tray
Exercise

Giving a

Role Piay Presenta-

Exercise

Assessment tion
Center
Exercises

Panel Group
Interview Discussion
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Feedback Sessions

AlIndividual Face to fadateractions
between trained assessors and
individuals.

Alnteractionsbetween participantgo
share theirknowledge and
experiences

14
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Observers and Facilitator
ATrained assessors (senior behavioral

specialists)

ATop performer managers (with training
INn behavioral approach).
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Observers observe
& take notes

A\

Assessment center
Exercises begin

A\

LeadershipLAB
Orientation :
Participants are
Introduced
to the program

A\

Participants &
Observers arrive

HD:> Observers prepare exercise reports
& individually assign ratings

4

Participants gather
for debriefing

V.

Observers gather
In team meetings
too discuss briefly

Performance.

v

Participan

At LeadershipLAB

A\

Observers prepare
for written &
oral feedback

N4

Participants discuss their
Responses in AC
EXxercises and receive

Lo Sgeneral feedback

j>‘ Participants receive
Individual feedback

3

Begin ¢
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Study 2 (Research Questions):

1. Does LeadershipLAB increase score of Values Based
Behavioral Evaluation?

2. Is performance appraisal score of participants who showed
progress in leadershipLAB higher than the score of
participants who did not show progress?

Note: Performance Appraisal = Result + Behavior (360°)
Behavior = Values Based Behavioral Evaluation
(Using rating questionnaire)
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Research Flndlngs (Study 2 N =57, Head/Sec of Departments)

Searching Committee Scor~-

(Panel Evaluation) |
2 Months |
LeadershipLAB £ L
2 Months
. T Seore Change Before -Aher LuadershipLAB
Performance Appraisal Scoi Erorbrs: 5% 0
(Behavior 360°)
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Research Findings (Study 2, N =57, Head/Sec of Departments)

Showed Progress in
LeadershipLABRN =29) -

MNo Progress With Progress

Progress in LeadershipLAB

Error bars: 95% Cl

Did not show Progres§(= 28) 19
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Research Findings (Study 2, N =57, Head/Sec of Departments)

Showed Progress in
LeadershipLAB (N =29) =«

Mo Progress ‘With Progress

Progress in LeadershipLAB
Error bars: 95% Cl

Did not show Progress (N = 28)
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Research Findings (Study 2, N =57, Head/Sec

Showed Progress in
LeadershipLAB (N = 2C€

Did not show Progress
(N = 28)

Mean PAbehavior

p Sy

of Departments)

5.007

4.00+

3.005

2.007

Mo Progress With Progress

Progress in LeadershipLAB

Errar bars: 95% CI
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Theoretical Foundations

1. Behavioral Learning Theory

(e.g., Skinner, 1986; Peterson, 2004)

2. Cognitive Learning Theory

(e.g., Ausubelet al., 1978; Anderson, et al., 1978)

3. Social Learning Theory

(e.g., Bandura, 1977; Engestrom, 2010)

Repetition and feedback

22
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Anitt 1s frequent repetit
natural tendencyo ( ROS:
p. 113)

~ ~S

AnNthe more frequentl vy t\
experienced together, the more likely it will
be that the experience or recall of one will
sti mul ate the recall o f
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Repetition

Pavlov: Pairing of a conditioned stimulus.
Thorndike: Cats in puzzle boxes.
Watson: Establish a habit.

Skinner: Shaping and through vanishing.
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Repetltlon and Feedback

A Ausubel
Relation between repetition & feedback.

A Bandura:

Modeling and seitorrective
adjustments on the basis of informative
feedback.
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Formulating Success Criteria

Uni ver si t yos Sengahtleadership
Integrity Greenlea?c
Care SenSendjaya
Excellence Others

o Behaviors

26
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Good leaders must first become
good servants.

— Rebert K. Greenleaf —




dership Model Servanthood
ced of others as the highest
" priorities (Spears, 1996)




THEORIES

SEN SENDJAYA (2003)

Asoluntary Subordination
Authentic Self

ACovenantal Relationship
AResponsible Morality
Arranscendental Spirituality
Arransforming Influence




A Consistent
AHonest
ASincere
AHolistic

A Strong
Character

ACan be
trusted

AHarmony
between
words and
deeds.

A Attentive
ARespect
AResponsible

ABuild
conducive
and
sustainable
relations.

EXCELLENCE

A Seriousness
A Creative
Alnnovative
A Efficient

A Effective
AOn time
A Appropriate
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ICE BASED COMPETENCY

A Integrity
Almpact and Influence
A Team Leadership

A Interpersonal Relationship
A Customer Service Orientation
A Team Work

A Strategic Thinking
EXCELLENCE A Achievement Orientation
A Business Spirit

A Decision Making



- ~ Assessment.(
|dentifying Criteria for
Success (Competency) @
Running
Defining Criteria and Assessment Center

Confirmation from the to
Level managem

Determine Simulatio

@ Ad hoc descriptions
Job Related Problems/Activities Summary

(Interview, Observation, stugying Recommendations
job related documents and data) D

Desi @S ations/E . Conducting Feedback
eS|gn|ng| imulations Xerf'seﬁevelopmental Stages







