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Abstract

The Organizational Leadership class is a staple in most undergraduate and graduate management curricula.
Faculty teaching leadership courses recognize the need for experiential learning, but often struggle to find
meaningful and manageable learning opportunities. Based on the high-impact practices of service and
community-based learning, we offer three high-impact experiences designed to complement an organizational
leadership course. These experiences utilize experiential learning to reinforce the critical leadership skills of
demonstrate empathy, and
with self-reflection, enable students to grow their leadership capability while building demonstrable professional

skills.

professional networking, lifelong self-development. These experiences, coupled
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Introduction

The
colleges of business has been scrutinized for nearly as

effectiveness of management education in
long as formal business education has been practiced
(Lamb et al, 2020). It is clear to most management
that

insufficient, and that skill building through experiential

educators traditional  classroom learning s

learning methods is imperative to growing confident,
(Reid et
managerial

capable, and al.,
2020). skill,

which business school graduates often lack as they

career-ready graduates

Leadership is an essential

enter early-career managerial roles (Osmani et al,

2019). We have developed a series of high-impact,
enhance a traditional
by

growth in important student leadership skills.

out-of-class  experiences to

organizational leadership  course encouraging

kenneth.sweet@tamusa.edu
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Leadership Skills

In the 2018 National
(NACE)
employers rated

Association of Colleges and
73% of
skill
while only 33%

Employers career-readiness  report,
for
felt
that the college graduates they hired were minimally
proficient in leadership (Koc et al., 2018). NACE defined

leadership as,

leadership as an essential

entry-level college graduates,

The ability to
achieve common goals and use

leverage the strengths of others to
skills
to coach and develop others. The individual is able

interpersonal

to assess and manage his/her emotions and those of
others; use empathetic skills to guide and motivate;
and organize, prioritize, and delegate work. (Career
Readiness Defined, n.d., para. 5)

Management educators also recognize the presence of
a leadership-skills gap within the business curriculum,
resulting from heavy emphasis on analytic skills at the
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expense of softer skills such as leadership (Van Buren
& Hood, 2010; Pfeffer & Fong, 2002).

Which Soft Skills are Necessary for
Effective Leadership?

Robert Katz (1955) was among the first to argue that
effective managers must possess a specific set of skills.
In a survey of 332,860 employees, Zenger & Folkman
(2009) found that leaders need a variety of analytic
and soft skills, and that the relative importance of
those skills changes little based on organizational

level. More than ever, early-career managers are
expected to arrive to new roles ready to connect
with and inspire others, build relationships and grow
their network, and take charge of their own career
and professional development. Unfortunately, recent
graduates are falling far short of expectations in most
of these areas (Koc et al., 2018). Increasing emphasis
on the development of leadership skills improves
the marketability and job readiness of students. We

focus on the following three critical leadership skills:

demonstrate empathy, professional networking, and
lifelong self-development.
Demonstrate Empathy. Empathy is understanding

another person’s experience by imagining oneself in
that experience as if it were being experienced by the
self (Hodges & Myers, 2007), or simply the ability to feel
the way someone else feels (Hoffman, 2000). Empathy
is fundamental to authenticity and genuineness in
leadership roles (Holt et al., 2017). Empathy enables
other interpersonal skills and is requisite for the skills
identified as most important by Zenger and Folkman
(2009), including inspire and motivate others, build
relationships, and communicate powerfully. Studies
of transformational leaders have found that those

who demonstrate genuine concern for others

increase employee achievement, motivation, and job
satisfaction, while reducing felt stress (Alban-Metcalfe

been referred to as ‘empathy with action’ in some
studies (e.g., Miller, 2009). By demonstrating empathy,

managers  improve interpersonal communication,
promote inclusivity and cohesion, and can better
understand employee perceptions and behaviors,

leading to more effective leadership.

Professional Networking. Networking is

extraprofessional behavior consisting of socializing

and engaging in intra- and inter-organizational

politics (Reinholt et al, 2011). Managers who engage
in high
successful than managers who do not, likely because

levels of networking behaviors are more

of increased access to resources and opportunities
afforded them by their
political exchange partners (Luthans, 1988). Two of

expanded pool of socio-
the leadership skills identified as essential by Zenger
(2009) reflective of networking
builds the
group to the outside world. Research supports the

and Folkman are

behavior, relationships and connects
positive effect managerial networking behaviors have
on the survival and economic output of organizations

(Powell & Smith-Doerr, 1994).

with
self-

Self-development. students
the skills

directed growth, ie. life beyond the classroom, is

Preparing

required for lifelong learning and
one of the most essential and neglected aspects of
1994). In this

new career environment, upward career progression

contemporary education (Chickering,
in a single organization is becoming more rare and

self-development and career management are
becoming more valuable (Robson & Hansson, 2007).
It is imperative that students are taught where and
how to pursue continuing education, as well as
experience first-hand the value and necessity of

doing so.

Leadership Education

& Alimo-Metcalfe, 2000). The genuine concern for Over the last decade, the topic of leadership
others element of transformational leadership has education within universities has received
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significant attention. For example, in two prominent

management  education  journals, Academy of
Management Learning and Education and the Journal
the

appears in the title of published papers an average

of Management Education, word leadership
of 45 and 27 times annually. The popularity of
leadership as a topic of higher education journals is

unsurprising given that universities view the creation

of leaders as fundamental to their mission (Pfeffer,
2011).
Most educators agree that leadership, to some

degree, can be taught, and that classroom instruction
can play some part in guiding that learning (Doh,
2003).
insufficient, and must be reinforced with experiential
learning (Buchanan, 2017; Wildermuth et al, 2015).
At its best, a university education serves as a spark
but
lifelong process that educators

Nearly all agree that classroom learning is

and incubator for leadership development,
development is a
in short bursts. and

can only influence Petriglieri

DeRue captured that sentiment when introducing
the Academy of Management virtual collection on

leadership development in business schools,

Leaders are not the finished product of any

single institution. Learning for leadership

lasts a lifetime. The question instead is
how business schools best contribute their
students’ ongoing development as leaders.
That means asking how to help them
skills;

and

acquire knowledge and stimulate

personal reflection clarification;
facilitate understanding of, and connection
with, communities that may affect and be
affected by their

importantly, reinforce the habit of lifelong

leadership; and, most

learning. (n.d., para. 5)

While there is general agreement on the need for
experiential learning to develop leaders, there exists
little guidance about the nature of those experiences
and the role of the leadership course in facilitating
learning. Next, we will discuss drawbacks of the most
common experiential learning approach in university
and then

leadership education, the case method,

propose an experiential learning system appropriate
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for graduate and undergraduate students designed
around the core leadership skills previously identified.

Case Learning. Case learning has long been used by
the world’s best business schools to connect course
& Carboni,
2008). In case learning exercises, students generally

content to leadership practice (Foster
real-world
their

solving processes in a Socratic discussion led by the

form teams to examine problems,

formulate solutions, and examine problem-

instructor. Criticisms of case learning have centered
on two basic issues, both of which are especially
leadership

problematic when

skills.

applied to learning

First, cases often lack the complexity and ambiguity

of real-world leadership challenges. Cases are

specifically and carefully crafted to guide students

through  well-practiced analysis such that they
reach a predetermined set of conclusions. Indeed,
grading rubrics for case studies often examine

both the process of reaching a conclusion and the
accuracy of the conclusion reached. Herein lies the
great paradox of the case methodology for teaching
the
response to

leadership. Leadership is about challenging

status quo and pursuing change in

dynamic environments, while cases are teaching

students to apply extant knowledge to solve stable
problems. We assert that cases are excellent tools for
training technical skills, but insufficient for training

leadership.

Second, «case learning focuses on externalized
challenges and does not enable students to
examine their inner selves, a critical element in
leadership  education. An important and often
overlooked element of leadership training within
university classrooms is self-exploration. In Harvard
Business Review's first-ever special issue, covering

breakthrough leadership, the editor proclaimed that
leadership’s first commandment is to “know thyself”
(Collingwood, 2001, p. 8). The importance of self-
exploration, leading to self-discovery and ultimately
self-awareness, has led some management educators
to promote the university as an identity workspace:

a place where leaders can experiment with, assess,
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and refine their identities as part of the education
process (Petriglieri & Petriglieri, 2010). The traditional
lecture plus case methodology of most leadership
courses does not encourage or enable self-discovery.
Cases are external problems, whereby students try
to mimic best practices. When solving these cases,
students rarely, if ever, must rely on their personal
value system, examine their morality, decide where
and how to contribute their efforts, show empathy to
those affected, live with consequences, or initiate a
multitude of other leadership skills. In this area, case
learning falls short as an experiential methodology

for leadership training.

Effective leadership education can be considered
a pedagogy of practice, whereby students learn
effective  leadership  through  doing  (Priest &

Clegorne, 2015; Pfeffer and Fong, 2002). As Henry
Mintzberg put it, “Learning occurs where concepts
meet experiences through reflection” (Mintzberg
& Gosling, 2002, p. 66). Scholars have argued that
leadership education needs less focus on the answers
to business problems, and more focus on reflective
learning and asking questions that challenge the
status quo (Clegg & Ross-Smith, 2003). Indeed, how
the
costs of poor decisions reached through the highly-
We that
leadership training requires finding opportunities for

many executives have lamented unforeseen

refined analysis of problems? concur

self-development, self-reflection, and the application
of leadership skills (McCall, 1998).

High-impact Practices. In  education,
(HIP)

which have been extensively studied and determined

high-impact
practices are teaching and learning methods
to be highly effective in university settings (Kuh, 2008).
Two such practices, service learning and community-
based

well-suited for leadership education. Service learning

learning, are experiential learning methods
involves volunteerism in community service activities
guided by specific academic goals, while community-
based

partners for student development. HIP demand that

learning involves interaction with community
students spend a considerable amount of time and

effort on a purposeful task outside of the classroom,
accompanied by reflection and feedback as part of

Journal of Leadership Education
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the classroom experience.

Effective service and community-based learning

with
often

experiences require students to interact
different
putting the student in
(Kuh, 2008). Students

different behavioral

diverse people, from themselves,

uncomfortable situations
can try-out and reflect on

strategies in a low-stakes, trail-

and-error setting. These activities provide students
with life-changing experiences, leading to a better
understanding of self and confidence in their ability
to make an impact on others and the world. Each
new experience must be followed by purposeful
student to assimilate old

reflection, allowing the

and new experiences and reframe his/her abstract
conceptualization of the event in order to learn and
prepare for future opportunities (Kolb & Kolb, 2005;

Kolb, 1984).

Service learning has been utilized as a methodology
for developing ethical reasoning and communication
skills in students (Sabbaghi et al, 2013; Blewitt et
al, 2018). In one study, students who engaged in
service leaning were significantly more likely to
express empathy in reflective writing assignments
than students who did not (Wilson, 2011). In each of
these studies, direct interaction with others was an
important factor in student development. Students
who participated in HIP also reported high levels
of personal and practical gain (Kuh, 2008). Utilizing
outside organizations to enhance student
the

variety of views, a more diverse set of people and

learning

simultaneously exposes student to a wider

experiences, and helps them begin to establish
their personal and professional networks (Priest &
Clegorne, 2015).

Reflective learning is essential to the effectiveness of
HIP (Kuk & Holst, 2018). A 2010 study concluded that
experiential

learning coupled with reflective writing

assignments were effective in increasing students’
internalization of leadership concepts (Moore et al,
2010). Reflective learning helps students to develop
critical thinking, as well as to see the personal value
in experiences (Kilgo et al, 2015). Without adequate

guided reflection, students might find service and
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community-based learning activities to be stressful
and inane, due to a lack of familiarity and comfort
with self-development (Parks, 2005). Effective use of
HIP

of communication and transparency with students,

requires careful consideration and high levels
enabling students see the tasks as a challenge rather
than a threat (Buchanan, 2017; Galpin & Whittington,

2009).

Classroom Application

We present a series of activities, based on Kolb's
(1984) Experiential Learning Theory and Kuh's (2008)
description of HIP, designed to supplement a lecture-
based Multiple
instructors have effectively employed these activities
in  both
courses at two universities. The activities, referred to

organizational leadership  course.

undergraduate and graduate business
as high-impact experiences (HIE) to students, utilize
service and community-based learning to introduce
and reinforce key leadership skills. Each experience
the

leadership skill it is designed to reinforce. While the

specifically outlines for student which critical

assignments are fairly self-evident, we believe there

are at least three important faculty considerations
prior to utilizing this methodology in your own
classroom.

First, it is essential to consider student readiness

prior to any engaging in any form of student learning,
but the importance of readiness is magnified when
with
representatives of the campus community (Bata et
2018). The experiential
have been used effectively at the undergraduate and

students will interact external partners as

al.,, exercises provided here
graduate level at two universities. In one instance,
the student population was more traditional and the
activities were better received and more effective

among graduate students. Undergraduate students
struggled to find meaning and saw the tasks as
overly burdensome, seeking to complete them in
as easy and convenient a way as possible. In the
other instance, a high percentage of undergraduates
with  business

were non-traditional, undergraduates

averaging 32 years of age. Most worked full- or part-

Journal of Leadership Education
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time. In this case, undergraduate students were able
to recognize significant meaning, along with personal
and professional development, in the assignments.
We recommend reflection by faculty members about
the readiness of their own students for the HIE, as
well as implementing the assignments one at a
time over multiple semesters to determine student

responses and challenges.

Second, the provided assignments are time
intensive. We do not recommend attempting them
in short terms (e.g., summer, 5-week, or 8-week

terms). Faculty at commuter campuses or with a high
percentage of full-time employed students may find
with
of the provided HIE. We have significant experience

significant challenges the time requirements
implementing these activities at a commuter campus
where nearly all students work at least part-time and
more than half work full-time. To overcome the time
constraints, we have moved the leadership courses to
a hybrid format and directly mapped the time required
for the assignments to the out-of-class learning time
in the hybrid model. If that is not possible on your
campus, we have also found success in a traditionally
configured class by narrowing the requirements (e.g.,
one professional association meeting, five hours of
service) and/or students to

community allowing

choose two of the three activities.

Third, faculty should consider the resources available

to students. When utilizing these activities at a

rural or remote university, we coordinated suitable
activities for groups of students due to the limited
availability of partner organizations. We provide a list
of no-cost options for each experience, considering

that many of our current students have limited

financial resources. We also provide a list of campus
resources that may offer assistance in finding free

activities or funding for professional development

activities. As a final precaution, we examine student

preparation papers for high-cost activities and

activities for which a student or member rate is
likely available, then follow up with those students
to ensure that they are aware of their options. The
following section, Student Instructions, includes the
students.

instructions as communicated directly to
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Accordingly, headings are part of the instructions and
do not follow the heading outline of this manuscript.

Student Instructions

(HIE)
activities that enable students to broaden their social

High-Impact  Experiences are  out-of-class
perspective, to self-reflect on what it means to be a
leader, and to grow as people who are prepared to
have an impact in their communities as citizens and
this

semester you must complete three HIE outside of

professionals. To meet the requirements for
class. Your grade will be based on turning in a total of
four papers, including a single combined preparation
paper

with the instructions below.

and three reflection papers, in accordance

Preparation Paper. A preparation paper is required
to ensure that each student has a plan to make
the HIE

requirements for

satisfactory progress toward
the Preparation
each HIE are described within the

that experience. You are required to submit a single

completing
within semester.

instructions for

paper, not more than two single-spaced pages, in
preparation for the three HIE. In your paper, describe
your plan for completing the three HIE in accordance
with the course schedule. It is strongly encouraged
that you write your plan out in a narrative format,
rather than as a series of bullet points, to ensure that
you have conceptually integrated the pieces of your
plan.

HIE One.
encourage and enable

The purpose of this assignment is to
with
leaders at the community level and to demonstrate

students to interact

leadership, empathy, compassion, patience, and

caring within their own communities.

To complete this assignment, each student must

volunteer 10 hours in a
that

disadvantaged population.

non-profit organization

provides services and/or resources to a
Examples of disadvantaged populations include:
+  Homeless

«  Physically or mentally disabled

Journal of Leadership Education
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- Victims of domestic violence
«  Recovering addicts
The volunteer assignment must direct contact with

by the the
organization must be a 510(c)(3) federally recognized

disadvantaged persons student, and

not-for-profit charitable organization.

HIE the
purpose and meaning of the assignment, as it relates

Preparation  Paper for One. Describe
to your chosen organization. Then describe your plan
for completing the assignment. You should include,

at a minimum:

« The organization in which you intend
to volunteer

- The
coordinator

the volunteer

and whether

name/email  of
you have

already made contact

«  The day(s) of the week and time of day
you are available to volunteer

+  What
expect to be engaged in

role, position, or activity you

«  The total number of hours you plan to
complete

« The date you plan to complete those
hours

«  What you hope to get out of this
assignment in terms of your personal
development

HIE One.
should write a paper discussing the impact that the

Reflection Paper for For HIE One, you
experience had on you. In doing so, discuss how the
experience might enable you to be a better leader
in your community and in your workplace going
forward. The reflection paper is an opportunity for
you to look back on the activity and consider its
importance to your growth. Suggestions that may

help to improve your writing include:

« Impactful encounters with individuals

(e.g., customers, other volunteers, etc.)

« Changes in your perspective, thoughts,
or prejudices about a group

OCTOBER 2020

APPLICATION



140

«  Personal insights into how service can
enable professionals to become better
leaders

The focus should be on connectedness. Demonstrate
a theme regarding how service, empathy, support,
passion, etc. enable leader -effectiveness and how
you have connected that to your personal leadership

philosophy.

Proof of Completion for HIE One. Many non-profit

organizations already have forms to document
community service hours. If that is the case, then
the

your reflection paper. If your organization does not

please submit provided form, appended to
provide a completion form, please ask the volunteer
coordinator or another representative to send you
an email documenting your service hours using their

organizational email account.

HIE Two. The purpose of this assignment is to enable
students to interact one-on-one with a leader in their
community. The student should develop networking
skills, improve their professional etiquette, and gain
from the valuable personal insights of an experienced
leader.

To complete this assignment, each student must

connect with a senior leader, share a meal with that
leader, engage the leader in meaningful discussion,
and reflect on the experience.

Examples of senior leaders might include:

. Corporate executive or medium-sized

and larger business owner
- Politician or appointed public servant
«  High-ranking military officer
+  Head coaches
«  Head of church or senior clergy
«  Not-for-profit CEO

HIE the
purpose and meaning of the assignment, as it relates

Preparation  Paper for Two. Describe
to the specific person or type of leader you hope to
meet. Then describe your plan for completing the

assignment. Include, at a minimum:

Journal of Leadership Education
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«  The specific leader you plan to meet

« Have you contacted them, or how do
you plan to do so?

«  How you plan to invite them to a meal?
«  Your logistic plan for the meal

+ When do you expect to have this
complete? What is your backup date?

Where is
require a

«  Where you plan to go?
the leader’s office? Will it
reservation?

«  What you plan to wear: professional,
business casual, casual?

«  Who will pay?
«  Your conversational plan for the meal
«  What are you trying to accomplish?

+ What are some questions you plan to
ask to accomplish your goals?

«  Your plan to follow-up with the leader

HIE Two. For
should write a paper discussing the impact that the

Reflection Paper for HIE Two, you
experience had on you. In doing so, you should also
discuss how mentorship and professional networking
can enable your personal leadership development
going forward. The reflection paper is an opportunity
for you to look back on the activity and reflect. There
are no specific requirements, but some suggestions

that may help to improve your writing include:

«  Key pieces of advice from the leader

« Answers from the leader to your
questions  which you found most
impactful

« Personal insights into the value of

networking,  mentorship, or other
related activities gained as a result of

this experience

Proof of Completion for HIE Two. There is no set
standard, but some proof will be required. Failure to
do so will result in a reduction to your reflection paper
grade. Please attach your proof to the reflection paper
as an appendix and submit as a single document.
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Examples of proof of completion might include:
«  Photo with the leader

«  Email from the leader referencing past
meeting

HIE Three. The purpose of this assignment is to
demonstrate the value and importance of continuing
education and self-development as part of a strategy
of career management. This should help the student
to start to recognize some of the activities required to
become and continue as a competent professional.
In doing so, the student should seek out and find
resources for ongoing professional development,
enhance their professional networking skills, and
recognize the need for continuous self-development
starting now and continuing throughout their
careers. To complete this assignment, each student
must attend at least two meetings of a professional
organization, follow-up with at least three (3)
contacts made at the meetings, and reflect on the
experience. Examples of professional organizations
and associations might include:

+  Project Management Institute

+  Society for Human Resource
Management

< Small Business Development Center

«  Chamber of Commerce

«  American Marketing Association

+  Toastmasters
These are national and international organizations,
with local chapters. Google.com and Eventbrite.com

are great tools for finding professional organizations
that may meet your particular needs.

Preparation Paper for HIE Three. Describe the
purpose and meaning of the assignment, as it relates
to your chosen organization. Then describe your plan
for completing the assignment. You should include,
ata minimum:

The specific organization you want to

meetings, to join, or are you already a
member?

«  What are the dates of the meetings
that fit in the assignment due dates?

«  Which meetings do you plan to attend?

« Is there a potential conflict - work,
family, school?

+ Does the meeting have a cost and can
you pay for it?

What type of activity occurs at a meeting?
If you do not know, how can you find out?

Do you have a strategy for networking at
the meeting? Do you need to:

«  Getthere early?

«  Staylate?

«  Bring resumes, business cards, etc.?
How will you meet people at the meeting?

+  Should you practice a personal
introduction? Elevator pitch?

«  What do you want to let people know
about yourself?

+  What will you talk about once you have
someone’s ear?

What do you plan to wear to the meeting?

- Business attire, business casual,
casual?

« Are you sure you know what each of
these means to that group?

What is your plan for following up with the
three people you meet?

- Getabusiness card?

«  Email, lunch meeting, tour of their
office, handwritten note?

«  What do you hope to get out of this
assignment in terms of your personal
development?

participate in Reflection Paper for HIE Three. For HIE Three, you

. Do you plan to simply attend the should write a paper discussing the impact that the
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experience had on you. In doing so, you should also
discuss how the experience might enable you to be a
better leader. The reflection paper is an opportunity
for you to look back on the activity and reflect. There
are no specific requirements, but some suggestions
that may help to improve your writing include:

« Key pieces of career advice from

individuals you encountered

« Insight into what it means to be a
competent professional

« The
competence and effective leadership

relationship between professional

« Insight into the time, energy, effort, and
mechanisms by which professionals

maintain and enhance their leadership

skills
«  Personal insights into the value of
networking and/or professional

development

Proof of completion for HIE Three. There is
standard, but be
Failure to do so will result in a reduction to your

no

set some proof will required.

Reflection Paper grade. Please attach your proof to
the Reflection Paper as an appendix and submit as a
single document. You will need to provide proof that
you completed both parts:

1. Attended the meetings

2. Followed-up with three contacts

Examples of proof of completion might include:
Attended the meeting:
«  Photo of you at the meeting
+  Receipt
«  Name badge, if handed out
Followed-up with three contacts

« A photocopy of the three business
cards

« Copies of emails sent to or received

from the contacts referencing the

event

Journal of Leadership Education
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Conclusion

We
leadership

had
skills
from students and the broader campus community
Students
internships,

have remarkable  success  teaching

utilizing this approach. Responses

have been exceptionally positive. have

secured full-time employment, and

lasting mentorships, while raising the visibility of

the university. Many students start out insecure
and afraid, but by semester's end most are grateful
that they were forced out of their comfort zones
the next in  their
We

comments and future research directions for the use

and towards step professional

development. conclude with sample student

of HIE for student leadership development.

Student Reactions. To our surprise, students in
sections utilizing the HIE were more likely to leave
detailed comments on the end-of-semester instructor
Often,

gratitude, discussions of the significant impact the

evaluations. these were exclamations of
activity had on the student, and discussions of the
awareness the student gained of his/her own ability

to make a difference in another’s life. The following

are representative student comments culled from
reflection papers and end-of-semester ratings of
instruction.

“My perspective on the homeless and recovering

addicts has changed significantly. | honestly used to
think that many were frauds, but now | understand
it's more complicated. This experience exposed me
people trying to recover and improve their lives, no
different than what we're all doing. | now have respect
for those trying to change because | believe it is never
too late. As a leader this experience taught me to
work hard and never give up on myself or others.”

“Personally, the lunch with a leader was the hardest
for me. | think negatively of myself and have a lot of
social anxiety, making this one-on-one experience
extremely challenging for me. When we actually met,
everything was easy and went very smooth. After the
initial introduction, | felt like | was in my element and
was able to speak professionally and build rapport

quickly. This experience has given me the confidence

OCTOBER 2020

APPLICATION



needed to approach and talk to senior leaders.” community leadership, as opposed to our current
focus on developing leadership skills required within

“In just an hour, | met with three very successful N
formal organizations.

women. They gave me insight on what it means to be

a competent professional, how to effectively manage

time, and ways to continue my education to have a

successful career. This experience taught me about

the rewards that wait if | simply get out of my comfort

zone!

Limitations and Future Directions. There are
three areas of inquiry we believe could improve the
integration of HIE into traditional leadership courses.
First, our assessment of these HIE is based primarily
on student reactions and instructor observation.
Instructors implementing these or similar practices
may consider a more comprehensive approach to
assessment as outlined by the American Association
of Colleges and Universities (Finley, 2019).

Second, the HIE occurred in the isolation of a single
course, while developing leadership skills is a life-
long process. Future authors may examine how to
better integrate experiences within a course with the
holistic campus experience. An example is provided
by University Council for Educational Administration
(Orr et al,, 2010). We propose that viewing experiences
the same way educators view learning objectives, as
nested within the university-college-program-major-
course levels, a more comprehensive leadership
development program could be developed within the
college experience.

Finally, there is some question of the generalizability
of our approach due, to our limited focus on
organizational  leadership  skills  using  Western
conceptualizations of leadership. Future researchers
may examine the effectiveness of HIE for learning
leadership skills in cross-cultural, highly diverse, or
culturally divergent settings. The role of western
views of leadership in collegiate leadership
development efforts should be examined in more
detail, as previous research has demonstrated that
overreliance on Western views can have profound
effects (Muenich & Williams, 2013). Additionally,
future researchers might examine the different types
of leadership skills that may be needed for social and
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