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ABOUT CalSAC AND THE LEADERSHIP 
DEVELOPMENT INSTITUTE 
 

About CalSAC  
The California School-Age Consortium (CalSAC) supports and 
advances professionals and organizations in providing quality 
and affordable out-of-school time (OST) programs. CalSAC 
works to make OST a public priority throughout the state of 
California, leading advocacy and professional development 
efforts to ensure OST professionals and programs are valued as 
an essential service, supported by government, business, and 
community resources. 
 
CalSAC’s work is grounded in a commitment to equity, social 
justice, compassion, community, integrity, and an approach that 
is strengths-based. It hopes to achieve the following desired 
impacts:  
 

• High quality, equity-driven professionals 
• Leaders who reflect their communities 
• Local capacity and sustainability 
• Influential, collective voice 

 

About the Leadership Development Institute 
As part of its broader initiative to create lasting and equitable 
spaces for emerging managers and leaders in the OST field, 
CalSAC created the Leadership Development Institute (LDI). 
LDI aims to increase the leadership capacity of out-of-school 
time and early education fields to create more responsive 
programming, policies and services that reflect the racial, ethnic 
and cultural diversity of California. 
  

 

CalSAC: California School-Age Consortium 
 
OST: Out-of-School Time 
 
LDI: Leadership Development Institute 
 
ELC: Emerging Leaders of Color 
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CalSAC offers two Leadership Development Institute (LDI) 
fellowships: 
 

 
Both LDI fellowships help emerging leaders in the OST and early 
education fields to build their knowledge, skills, and capacity in: 

• Leadership 
• Management 
• Character development 
• Engagement in the OST and early education fields 

 

Origins of LDI 
CalSAC created LDI Emerging Leaders of Color (ELC) in 2012 
because while frontline and direct service staff often reflect the 
youth they serve, senior and executive level staff are rarely low-
income or people of color. There are a number of possible 
reasons for this - from institutional racism to cultural barriers to 
advancement - but one thread CalSAC often hears is that many 
senior staff feel that their frontline staff are not ready to be 
successors because they are ill-prepared with the skills necessary 
for advancement, management and leadership. 
 
LDI ELC was designed to build knowledge, skills, and capacity in 
effective leadership and management within a context of the 
realities of power, privilege, and oppression, with the intention 
of creating leaders who are a model for others, connected to a 
network, and marketable to the field.   
 
Following the LDI ELC’s Theory of Change (See Figure 1 on the 
following page), these equity-centered leaders who are 
committed to the field, community, and society, would be 
reflective, passionate, and authentic in their leadership and 
management. As a result these leaders would be equipped to 
create more responsive programs and policies in the field. 

LDI ELC 

• Year-long fellowship for emerging leaders of color 
(ELC) in mid- to senior-level positions 

• Established 2012 

LDI 360/365 

• Year-long track for site coordinator and supervisory 
level staff 

• Focused on building the character of staff and students 
• Established 2015 

 

 
 
 
 
 
 
 
 
The LDI program hopes to 
shape the next generation 
of leaders in the OST field 
and in California’s broader 
workforce. 
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Figure 1. LDI ELC Theory of Change 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: CalSAC  

EQUITY-‐CENTERED	  LEADERS	  COMMITTED	  TO	   
THE	  FIELD,	  COMMUNITY,	  AND	  SOCIETY 
(Reflective,	  Passionate,	  and	  Authentic) 

 
Leadership Management 

Power,	  Privilege	  &	  
Oppression 

Build	  Knowledge,	  Skills,	  &	  Capacity 

Cohort	  Model	  to	  Foster	  Community 

Applicant	  Pool	  of	  Emerging	  Leaders	  of	  Color 

MODEL	  FOR 
OTHERS MARKETABLE PART	  OF	  A 

NETWORK 

THEORY	  OF	  CHANGE 
To	  create	  more	  reflective	  leadership	  and	  responsive	  programs	  and	  policies	  

for	  early	  education,	  summer,	  and	  the	  out-‐of-‐school	  time	  fields	   
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The LDI ELC Theory of Change intends to lead to both short and 
long-term outcomes for fellows: 

Short-Term Outcomes for fellows 
o Increased confidence in ability to secure employment 

and volunteer positions of higher levels of influence and 
responsibility 

o Increased knowledge of professional opportunities and 
challenges in OST and early learning fields 

o Understand strengths, opportunities, an challenges of 
both public and nonprofit organizational structures 

o Increased understanding of key elements of systems 
change, community organizing, community building, and 
social change work 

o Increased ability to think strategically 
o Increased commitment to leadership in the field 
o Strong relationships across fellows 
o Understand self-care and own capacity  

Long-Term Outcomes for fellows 
o Become an equity-centered leader committed to the field, 

community, and society 
o Retained in management position or promoted to high-

level management position 
o Skillfully navigate power, privilege, and equity challenges 

in their work 
o Actively maintain connections with fellows and CalSAC 
o Become a leader in other community networks 

Creation of LDI 360/365 
Building off of the LDI ELC program’s success, CalSAC 
expanded LDI in 2015 to professionals dedicated to the 
importance of character building with staff and youth. This new 
fellowship, LDI 360/365, was modeled after the LDI ELC 
program. The goal of LDI 360/365 is to deepen the knowledge, 
skills, and abilities of site coordinators and supervisory level 
staff to manage and lead effective programs that build the 
character of both their staff and the youth they serve. With this 
intentional focus on building character, the LDI 360/365 is 
aligned with the Expanded Learning 360/365 initiative1, 
dedicated to promoting character building, social emotional 
learning, non cognitive skills, and youth development in the 
expanded learning field. 

                                                        
1 For more information about the Expanded Learning 360/365 initiative, visit 

http://www.temescalassoc.com/db/el/ 
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Character Development as the Driving Force of LDI ELC and 
LDI 360/365 
The focus on character is in alignment with CalSAC’s desire to 
fostering a value driven field that is rooted in equity and social 
justice, and one that unifies professionals in the field with one 
collective image of integrity. Both contribute to the quality of 
program delivery along with providing foundational character 
building training to direct service staff and volunteers. 
 
Character Development is the underlying mechanism of the LDI 
ELC Theory of Change as it is central to the ways in which 
leaders become more reflective, passionate, and authentic in the 
context of power, privilege and oppression. 
 
Both LDI ELC and LDI 360/365 utilize the Expanded Learning 
360/365 initiative’s definition of character: 
 

 
Source: Expanded Learning 360/365  
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ABOUT THE EVALUATION 
 
CalSAC contracted with Public Profit to conduct a mixed 
methods evaluation, emphasizing the experiences and opinions 
of participants in the 2015 LDI fellowship for emerging leaders 
of color (ELC) and 2016 LDI 360/365 program cycles, as well as 
LDI ELC program graduates’ post-fellowship experiences, 
knowledge, and field- and issue-engagement. The overarching 
goal of the evaluation was to help CalSAC understand the 
programs’ reach and long-term impact. 
 
Because the LDI ELC and LDI 360/365 initiatives primarily 
focus on building the knowledge, skills, abilities, and behaviors 
of the participants, and on their capacity to bring about 
organizational change, the evaluation approach was informed by 
Guskey’s (2003) five-level evaluation framework2 (which is 
informed by Kirkpatrick’s framework3). This framework is 
commonly used to evaluate professional development initiatives 
because it offers a helpful way of conceptualizing change at 
different levels: 
 

1. Participants’ Reactions – Participants perception 
that the provider was knowledgeable and trustworthy, 
that the professional development sessions were well 
organized and relevant. 

2. Participants’ Learning – The extent to which 
participants gain new knowledge or understanding of an 
issue or practice. 

3. Organizational Support and Change – The degree 
to which participants’ organizations were impacted, 
experienced organizational culture shifts, made use of 
new resources, and supported implementation and 
advocacy as a result of staff participation in the 
professional development engagement. 

4. Participants’ Use of New Knowledge or Skills – 
The extent to which participants effectively applied their 
new knowledge or skills once back in their professional 
contexts. 

  
                                                        
2 The fifth level of Guskey’s framework, Student Outcomes, is not a direct 
focus of CalSAC’s LDI and was not incorporated into the framework for this 
evaluation.  
3http://www.kirkpatrickpartners.com/OurPhilosophy/TheKirkpatrickModel/t
abid/302/Default.aspx 

 

 
 
This evaluation explores 
fellows’ reactions, 
learning, and use of new 
knowledge and skills, as 
well as how this impacted 
their organizations. 
 
This was accomplished 
through the use of the 
following data sources: 
 

ü Participant surveys 
ü Graduate surveys 
ü Graduate interviews 
ü Key stakeholder 

interviews 
ü Participation data 
ü End-of-session 

observations 
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Since LDI 360/365 is an offshoot of LDI ELC, LDI ELC’s Theory 
of Change and outcome goals were used to inform the evaluation 
of both fellowships. The evaluation was guided by several 
evaluation questions based on the short-term and long-term 
outcomes goals for fellows described on page 7. These evaluation 
questions, which are aligned with the Theory of Change, can be 
categorized into process, outcome, and impact questions (See 
Figure 2). 
 
The remainder of this report is organized into three sections 
based on these evaluation questions:  

• Process (Participation and Demographics) 
• Outcomes (Short-term outcomes) 
• Impacts (Long-term outcomes)

 
ELC: Emerging Leaders of Color 
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Figure 2. Guiding Evaluation Questions aligned to the Theory of Change 

 

Focus Guiding Evaluation Questions 
Connection to Theory of 

Change 

PR
O

CE
SS

 

With what degree of fidelity are fellows attending meetings and completing required assignments? 
Participation in cohort model 
to foster community 

To what extent do LDI and LDI 360/365 fellows meet CalSAC’s target participant profile(s)? 

ELC: Applicant pool of 
emerging leaders of color 
360/365: Applicant pool of site 
coordinators and supervisory 
level staff 

O
U

TC
O

M
E 

To what degree have LDI and LDI 360/365 participants increased their understanding of the importance of 
character development to leadership and management and the factors that have shaped their own character? 

Build Knowledge, Skills, & 
Capacity  

Are LDI and LDI 360/365 participants more knowledgeable about OST issues? 
• Professional opportunities and challenges in OST 
• Strengths, opportunities, and challenges in public and nonprofit organizational structures 
• Systems and social change, community organizing, community building 

Build Knowledge, Skills, & 
Capacity 

To what degree have LDI and LDI 360/365 participants increased their own leadership capacity? 
• Ability to think strategically 
• Commitment to lead in the field 
• Strong relationships with fellow cohort members 
• Understand own self-care and personal capacity 

Build Knowledge, Skills, & 
Capacity 

Do LDI and LDI 360/365 participants have greater confidence in their ability to secure higher level, more 
responsible job/volunteer positions? 

Build Knowledge, Skills, & 
Capacity 

IM
PA

CT
 

To what extent do graduates employ the character development knowledge and techniques they learned?  
• Character development for self, staff, and children/youth served 
• Responsive, character development-based OST programs and policies 

Model for others 

To what degree do graduates feel prepared to take on OST issues? 
• Equity-centered leadership in the field, community, and society 
• Ability to navigate power, privilege, and equity challenges  

Equity-centered leaders 
committed to the field, 
community, and society 

Have graduates been retained in a management position or promoted to a higher-level position? Marketable 

Have graduates maintained their connections with CalSAC and with other fellows, and have they become 
leaders in other community networks?  

Part of a Network 
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PARTICIPATION AND DEMOGRAPHICS 
 
In an effort to examine whether CalSAC’s LDI fellowships are 
serving participants they are intended to serve and the degree to 
which they are implementing the program as intended, CalSAC 
participant records were analyzed to gain deeper insight into 
participation patterns. 
 
In the 2015-16 program year, CalSAC had an LDI ELC cohort 
(N=10) and an LDI 360/365 cohort (N=15). Additionally, there 
were two previous cohorts of LDI ELC fellows, one in 2012 
(N=13) and one in 2014 (N=11), who will be referred to as 
alumni or graduates. All cohorts were overwhelmingly female 
and were ethnically diverse (Figure 3). Notably, LDI 360/365 is 
not specifically focused on leaders of color like the LDI ELC 
program, yet it is still rich in diversity, resonating with CalSAC 
LDI’s goal for its participants to reflect the racial, ethnic, and 
cultural diversity of California.  
 
Figure 3.  Each LDI cohort has been ethnically diverse. 

 
Source: CalSAC LDI Participant Records, 2012-16. 
  

 

LDI Cohorts:  
 
LDI 360/365 2016  
Cohort N = 15 
Survey n = 14 
 
LDI ELC 2015  
Cohort N = 10 
Survey n = 10 
 
LDI ELC 2014 
Cohort N = 11 
Survey n = 7 
 
LDI ELC 2012  
Cohort N = 13 
Survey n = 6 
 
 1 1 

5 
5 

2 
1 

LDI 360/365 2016 

5 

3 

1 
1 

LDI ELC 2015 

1 

4 

3 

3 

LDI ELC 2014 

6 

3 

5 

2 

LDI ELC 2012 
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Additionally, LDI fellows work and reside throughout the state 
of California, with the majority of fellows located in the San 
Francisco Bay Area (Figure 4). This spread of fellows across the 
state enables them to develop a broad network and increases the 
reach of high quality OST and early care leaders throughout the 
state. 
 
Figure 4. LDI fellows are located across California. 

     
Source: CalSAC LDI Participant Records, 2012-16. 
 
The majority of the LDI ELC 2015 fellows were between 21 and 
30 years of age, while the majority of LDI 360/365 2016 fellows 
were slightly older, between the ages of 31 and 40. The majority 
of the LDI ELC 2012 fellows were between 31 and 40 years of 
age, while the majority of LDI ELC 2014 fellows were slightly 
younger, between the ages of 21 and 30.   

 

LDI fellows and alumni 
span the state of 
California. 

LDI 360/365 2016 

LDI ELC 2012 
LDI ELC 2014 
LDI ELC 2015 
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At the start of their respective programs, most fellows’ work was 
at community-based organizations (10 out of 24 fellows) or 
school-based afterschool programs (10 out of 24 fellows). There 
were a variety of organizations represented, such as Bay Area 
Community Resources, Chino Valley Unified School District, 
Jewish Community Center, and MidPen Housing Corps. Fellows’ 
organizations ranged in size, from two staff members to 1,200 
full-time staff members, serving 30 to 50,000 clients annually. 
Many fellows held coordinator (n=7), manager (n=6), and 
director-level (n=8) positions at their organizations.  
 
When alumni from the 2012 and 2014 cohorts began their LDI 
participation, most of their work focus was at community-based 
organizations (10 out of 24) or school-based afterschool 
programs (seven out of 24). Other alumni were involved in city 
government, school-based school-age/early education, and 
preschool. There were a variety of organizations represented, 
including Girls Inc. of Alameda County, City of Oakland 
Department of Human Services, and the Alta Loma School 
District. Alumni organizations also ranged in size, from being 
the lone staff member to one of 2,000 full-time staff members, 
serving fewer than 100 clients to 100,000 clients annually.  
 
The vast majority of fellows across cohorts held Bachelor’s 
degrees (Figure 5). 
 
Figure 5. Most fellows hold a Bachelor’s degree. 

Source: CalSAC LDI Participant Records, 2012-16. 

LDI Fellows span the state 
of California. 
 
 
 
  

 

At the start of their 
fellowships, most LDI 
fellows were working in 
community-based 
organizations or school-
based afterschool 
programs. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The majority of the 
fellows across cohorts 
hold at least a Bachelor’s 
Degree. 
 

1 1 

18 

4 

High School 
Diploma or GED 
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Degree 

Bachelor's 
Degree 

Masters Degree 

2012 and 2014 Graduates 

3 3 

16 

3 

High School 
Diploma or GED 
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Bachelor's 
Degree 

Masters Degree 

2015-16 Fellows 
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Overall, the majority of 2015-16 LDI Fellows had one year of 
experience in their position at the start of the fellowship, 
compared to previous years’ cohorts in which most alumni had 
two or three years of experience in their positions before 
participating in the LDI (n=12, see Figure 6). Three alumni had 
more than five years in their positions, including one alumna 
who had been in her position for 10.5 years. 
 
LDI 360/365 participants had slightly less experience in their 
positions than those in the LDI ELC cohort, which had a couple 
fellows in their fourth or fifth years in their position (Figure 6). 
This is consistent with the design of each fellowship, as the LDI 
ELC is geared toward mid- to senior-level positions that require 
more experience.   
 
 
Figure 6. Most fellows in 2015-16 had one year of experience in their 
position. 

Source: CalSAC LDI Participant Records, 2012-16. 
  

 

Most 2015-16 fellows 
entered the fellowship 
with one year of 
experience in their 
positions, while the 
majority of fellows from 
previous cohorts entered 
with two or three years of 
experience. 
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Participation and Program Activities for Recent 
Cohorts 
Both the LDI ELC and LDI 360/365 are designed to be yearlong 
fellowships. Fellows gather for multiple sessions (about once per 
month) over the course of the year, starting with a three-day 
opening retreat and culminating in a two-day closing retreat and 
closing ceremony. This report includes participation information 
for the two most recent LDI cohorts, LDI ELC 2015 and LDI 
360/365 2016. On average, eight of the 10 LDI ELC fellows 
attended each gathering, called Leader Circles, over the course of 
the fellowship. Similarly, about 12 out of the 15 LDI 360/365 
fellows attended each leader circle over the entire fellowship. 
Fellows in both cohorts participated in the fellowship for 
approximately 122.5 hours, not including time spent applying 
learning back at their sites.  
 
Table 1. 2015-16 Fellowship Participation 

Cohort 
Total Fellows 

in Cohort4 

Average 
Number of 
Fellows in 

Attendance at 
each Leader 

Circle 

Total Hours of 
Service 

(Approximate) 

LDI ELC 10 8 122.5 

LDI 360/365 15 12 122.5 

Source: CalSAC LDI Participant Records, 2015-2016. 
 
In addition to the Leader Circles, all fellows were required to 
complete a portfolio of their work and give a final presentation 
at the end of the fellowship. All LDI ELC fellows completed these 
assignments. In the LDI 360/365 cohort, one fellow was no 
longer able to commit to the program and dropped midway 
through. One fellow was unable to attend the closing retreat 
because of a family emergency and therefore did not complete a 
portfolio and presentation to share. Similarly, another fellow 
was unable to present on the second day of the closing retreat, 
due to a personal emergency.  
  

                                                        
4 One of the 15 LDI 360/365 fellows dropped out of the cohort midway through 
the program cycle. 
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OUTCOMES 
This section examines the short-term outcomes related to the 
Theory of Change. It explores the ways in which fellows have 
built their knowledge, skills, and capacity through LDI. 
 

LDI infuses character development into fellows’ 
leadership practices 
LDI is driven by the understanding that children and youth need 
good role models who demonstrate strong sense of self (self-
awareness, self-management), empathy and respect (social-
awareness, interpersonal skills) and agency (growth mindset, 
self-efficacy) – in other words, good character. By investing in 
the leadership development of site coordinators and supervisory 
level staff, they are being equipped to support the character 
development of direct service staff and youth in their programs. 
The LDI is meant to build participants’ capacity to create 
positive environments for people at all levels of the organization 
through more intentional character approaches to leadership 
and management. It is expected that LDI fellows will integrate 
character building into their organizations, from the programs 
and policies created, to the interpersonal interactions with 
colleagues, families, youth, and stakeholders. 
 
All LDI participants reported that because of the LDI program, 
they are more aware of the importance of building both their 
own social and emotional competencies and their staff’s in order 
to promote the development of competencies in youth. Similarly, 
all LDI fellows said they are more aware that their own character 
development impacts their leadership and management style.  

 

All 24 fellows from the 
2015-16 cohorts reported 
that because of LDI, they 
are more aware that their 
own character 
development impacts 
their leadership and 
management style. 
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One of the most important pieces was identifying my 
strengths, this was eye opening. Identifying my 
strengths allowed me to feel confident about who I 
am as a leader and to plan my leadership 
development around the strengths I possess. 
 
 - 2015 LDI ELC Fellow 

“ 

” 

I do a lot of listening as my role of after school 
director and my experiences in the fellowship helped 
me increase my listening skills and differentiate 
between passive and active listening. I share and 
utilize this skill whenever I’m in conversation with 
students, staff, and parents. 
 
 - 2016 LDI 360/365 Fellow 

“ 

” 

I have used social emotional learning of my own needs 
towards a more comprehensive and clear leadership 
style. 
 
 -2016 LDI 360/365 Fellow 

“ 
” 

Expanded Learning 
360/365 

Foundational Areas 
 
 
I AM 
Self-awareness 
Self-management 
 
 
 
 
 
 
 
I BELONG 
Social awareness 
Interpersonal skills 
 
 
 
 
 
 
 
 
 
I CAN  
Self-efficacy 
Growth mindset 
 
 
 
 
 
 
 
 

An intangible piece that I learned from my LDI 
experience is self-awareness and confidence in my 
abilities as a leader, which was strengthened and 
encouraged by my fellows with living support. 
 
 -2016 LDI 360/365 Fellow 

“ 
” 

Learning how to coach has been the most used piece of 
learning I gained from the fellowship. I've also learned 
the importance of networking. 
- 2015 LDI ELC Fellow 

“ 
” 

Having a growth mindset is critical to the application 
of the skills I have learned in the LDI cohort.  By 
nature, I am quick to assess, calculate, and respond to 
challenges.  Part of the learning is to recognize when 
others are not in the same place I am at and to meet 
them where we intersect and walk together on the 
path to a solution. 

-2016 LDI 360/365 Fellow 

“ 
” 
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LDI deepens fellows’ knowledge and skills 

 Professional Opportunities and Challenges 
Nearly all program participants (23 out of 24) agreed or 
strongly agreed that they better understand the 
challenges present in the field because of the LDI. All 
LDI survey respondents reported that they know more 
about the career paths in the OST and early education 
fields because of the LDI, with just under half (10 in 24) 
strongly agreeing with this statement. Similarly, nearly 
half (10 in 24) of the LDI participants strongly agreed 
that they know more about the professional 
opportunities available to them in the OST or Early 
Learning fields. A few LDI participants however, 
disagreed that they know more about the professional 
opportunities available to them; each of these 
participants was part of the LDI 360/365 cohort (n=3, 
see Figure 7).  
 
Figure 7. Most LDI participants said they know more about 
professional opportunities. 

 
 Source: Participant Survey (N=24), Spring 2016. 

Organizational Structure 
The LDI fellowships also teach participants about how 
organizations are structured. Nearly all participants (23 
out of 24) reported that they can identify the strengths, 
opportunities, and challenges of organizational 
structures because of the LDI program (10 out of 24 
strongly agreed with this statement). Most participants 
(22 out of 24) said they are more aware of the common 
organizational structures in the OST or early education 
fields because of the LDI (eight out of 24 strongly agreed 
with this statement).   

3 11 10 

I know more about the 
professional 
opportunities available to 
me in the OST or Early 
Learning fields.  

Strongly Disagree Disagree Agree Strongly Agree 

   

 
LDI Outcome Goal #1: 
 

ü Increased knowledge 
of professional 
opportunities and 
challenges in out-of-
school time and early 
learning fields 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
LDI Outcome Goal #2: 

 
ü Understand 

strengths, 
opportunities and 
challenges of both 
public and nonprofit 
organizational 
structures 
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 Systems Change 
LDI participants overwhelmingly reported gains in 
knowledge about systems change. All LDI respondents 
(24 out of 24) agreed that they better understand the key 
elements of community building because of the LDI (12 
out of 24 strongly agreed). Similarly, participants 
reported being better able to understand the key 
elements of systems change as well as being more aware 
of local and state level policy and funding issues that 
affect their fields because of the LDI. 

LDI increases fellows’ leadership capacity 

 Self Care and Capacity 
LDI participants as a whole developed their self care and 
capacity as leaders. All 24 survey respondents said that 
because of the LDI program, they are able to better 
advocate for their own needs and they understand the 
importance of maintaining a healthy work/life balance. 
Two participants (one from each cohort), however, 
disagreed that they can delegate more effectively since 
participating in LDI.  
 

 

 

 
LDI Outcome Goal #3: 
 

ü Increased 
understanding of key 
elements of systems 
change, community 
organizing, 
community building 
& social change work 

 
 
 
 
LDI Outcome Goal #4: 

 
ü Understand self-care 

and own capacity 
 
 
 
 
 

The fellowship opened up my eyes. I can now put words to 
my purpose in life. 
 

- 2015 LDI ELC Fellow 
“ “ 

The most important learning from my LDI experience was 
about advocacy. I feel that we as leaders need to be the 
voice for all stakeholders involved in out of school time 
programs. 

 – 2016 LDI 360/365 Fellow 
 

“ “ 

I have placed more value in self-care and included the 
Strengths-Based Approach to the team. I navigate 
complicated matters calmly, knowing that I have been 
equipped by the LDI to have courageous 
conversation. 

 
 – 2015 LDI ELC Fellow 

“ “ 
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 Strategic Thinking 
Nearly all (23 out of 24) LDI respondents reported that 
they think more strategically because of the LDI. Most 
participants (22 out of 24) said they can assess an 
organization’s capacity for growth because of LDI. Only 
nine out of 24 strongly agreed with this statement, a 
slightly lower number compared to the other results. 

 Strong Relationships 
LDI participants have cultivated their relationship 
building skills. Nearly all respondents (23 out of 24) 
agreed that because of the LDI, they can better cultivate 
professional partnerships, they have strong relationships 
with their fellow cohort members, and they are 
comfortable turning to any of their fellow cohort 
members for support. Most notably, 19 out of 24 
respondents strongly agreed that they are comfortable 
turning to any of their fellow cohort members for 
support.  

 

 Commitment to Lead 
All responding LDI participants said they are more 
committed to being a leader in their field, with 17 out of 
24 strongly agreeing with this sentiment.  

 

LDI Outcome Goal #5: 
 

ü Increased ability to 
think strategically 

 
 
 
 
 
 
 
 
 
LDI Outcome Goal #6: 

 
ü Strong relationships 

across fellows 
 
 
 
 
 
 
 
 
 
 
 
 
 
LDI Outcome Goal #7: 
 

ü Increased 
commitment to 
leadership in the 
field 

 
 
 

The dual bottom line matrix map was one I thought was 
really cool, looking at systems and our programs, and doing 
it from a very in-depth approach. It had a strong impact on 
my relationship with my supervisor by being able to have 
conversations about finances and the program’s mission 
and vision. 
 
 -LDI ELC Alumnus 
 

“ “ 
You [other fellow] have inspired me to take on my own 
professional passions. 
 

– LDI ELC 2015 Fellow  
 

“ 

“ 

We are a posse of leaders. I didn’t know that other people 
think like me before. 
 

– 2016 LDI 360/365 Fellow  
“ 

“ 
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LDI strengthens fellows’ confidence in their 
abilities 

LDI has also boosted fellows’ confidence in their abilities. 
Fellows reported their belief that they can secure 
employment of a higher level because of the LDI (23 out 
of 24). All LDI respondents (24 out of 24) agreed that 
they are more marketable to potential employers because 
of the LDI (15 out of 24 strongly agreed). Additionally, 
nearly all (23 out of 24) fellows said that they could take 
on more leadership and management responsibilities in 
their current positions because of the LDI (11 out of 24 
strongly agreed).  

 

  

 
After LDI, there is nothing I can’t do. LDI has helped me to 
redfine my leadership. The impact has been priceless. 
 

- 2015 LDI ELC Fellow 
“ “ 

The change is confidence. When I started I couldn’t identify 
my leadership qualities at first. I didn’t identify as a leader. 
Now, I feel like a leader. I feel good about myself and my 
accomplishments. 
 

- 2015 LDI ELC Fellow 

“ “ 
I gained a lot of tools in being able to articulate my 
experience; I didn’t have the concrete language before, LDI 
helped me name that and acknowledge that. I think that I 
gained a different level of confidence.  
 

-LDI ELC Alumnus 

“ “ 

LDI Outcome Goal #8: 
 

ü Increased confidence 
in ability to secure 
employment and 
volunteer positions of 
higher levels of 
influence and 
responsibility 
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IMPACTS 
This section examines the long-term outcomes related to the 
Theory of Change. It explores the extent to which LDI creates 
leaders who are a model for others, marketable within the field, 
able to navigate issues of power and privilege, and connected to 
a network. It also examines the extent to which fellows apply 
their new skills to lead responsive programs and policies.  
 

LDI fellows are a model for others 
LDI fellows serve as a model for others when they apply the 
character development knowledge and techniques they learned 
in LDI. Throughout the LDI, participants strengthen their 
internal competencies, including self-reflection, self-awareness, 
self-management, and social awareness. When graduates were 
asked to reflect on the internal competencies they learned or 
strengthened in LDI, the majority of them reported that they 
apply them “Well” or “Very well” to their leadership, 
management and supervision of staff, when supporting team 
members and organizational development, and in their own 
personal and professional development (See Figure 8).  
 

Figure 8. Graduates describe how well they apply the internal 
competencies (like self-reflection on values) they learned in LDI to 
areas of their work. 

 
Source: Graduate Survey (N=13), Fall 2015. 
 
  

3 

1 

2 

1 

3 

5 

7 

7 

7 

7 

4 

5 

Personal and professional 
development 

Supporting team members 
and organizational 

Management and 
supervision of staff 

Leadership 

Somewhat Well Well Very Well 

 

“As we "graduate" from 
this institute, I am 
embarking on a mission to 
do something 
unprecedented to my 
rural community.  
 
It will be a push for a 
systemic change and a 
paradigm shift of having 
an oppressive culture as a 
system of operation and 
hopefully help guide a 
district out of crisis mode 
and towards a sustainable 
and equitable one. 
 
I will be utilizing the 
majority, if not all of the 
tools provided throughout 
this last year to continue 
to push for and have 
courageous conversations 
that test the current 
administration and 
systems.” 
 
-2016 LDI 360/365 Fellow 
 



2015-16 LDI Evaluation Report | Prepared by Public Profit 
Page 24 of 48 

During the interviews graduates reported that LDI increased 
their confidence to lead, their comfort with ambiguity, and their 
understanding of how their own experience connects with their 
leadership style.  

 

 

 

 

 

 
  

 

I’m a first generation college student. I wanted to give 
back. I’m now a role model for youth of color. 
 

- 2015 LDI ELC Fellow 
 

“ “ 

What I really got that surprised me was being more 
reflective about my own leadership style. You go in with 
technical things you want to get out of it, but I think the wow 
moments for me was really putting it into perspective of the 
work that we do; being a leader of color really does affect 
your work and who you are as person. Putting it all into 
perspective in terms of who I was as a person. 
 
 -LDI ELC Alumnus 

“ “ 

There is an assumption that leaders yell their message, but 
really they support the message. Those of us who don’t need 
to be loud and in your face, it doesn’t mean we aren’t 
leaders. 
 

- 2015 LDI ELC Fellow 
 

“ “ 
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LDI fellows are marketable in the field 
Since graduating from the LDI program in 2012 or 2014, nine 
out of the 13 responding grads have remained in the OST or 
early education fields. Six out of 13 have been promoted or 
changed positions within their current agency or organization, 
and another six out of the 13 reported that switching 
organizations since participating in LDI.  
 
These career changes include: 

• Transitioning from work in smaller nonprofits to being 
appointed by the Governor to serve as a branch chief 

• Beginning a Master of Social Work program 
• Attending Harvard’s Doctor of Education Leadership 

program 
• Being promoted from a site coordinator to a program 

manager to a director within two years 
• Taking position as assistant principal 
• Transitioning from project manager to senior director 

 
One graduate reported that she was offered another position but 
she decided to stay with her current organization because her 
time at LDI had shown her that it was a unique fit for her 
personal mission and vision statement. 
 
Additionally, 10 out of 13 grads said that they’ve taken on greater 
responsibilities and taken on a leadership role within their 
organizations since graduating from LDI. Some examples of this 
include being promoted to positions with more leadership, 
serving on strategic planning committees, leading more sites, 
and supporting advocacy efforts in the field.  
 

LDI fellows skillfully navigate power, privilege and 
equity challenges in their work. 
Because of the LDI program, all responding participants 
reported that they better understand the impact of people’s 
cultural backgrounds in the workplace, and that they deepened 
their belief that they are leaders who reflect the communities in 
which they serve. All responding participants also reported that 
they know how to create programs and policies that are 
responsive to the needs of the communities they serve.  
  

 

“I always had vision but 
lacked the structure to 
turn my vision into a 
reality and this is what I 
will take away from here. 
 
I see myself as an Executive 
Director/CEO by the time I 
am 39-41 years of age...it 
may seem a little 
ambitious but in 2016 
there are 21 year old CEOs! 
I have 12-13 years 
experience in this field, I 
do not think this dream is 
far-fetched anymore, 
thanks to LDI 360/365.” 
 
- 2016 LDI 360/365 Fellow 
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Further demonstrating the impact that the LDI program has 
made, nearly all participants said that they have used or plan to 
use their LDI learning to raise awareness about issues of equity 
within their organizations, navigate power, privilege, and equity 
challenges in their work, and take a high-level look at systemic 
oppression (see Figure 9).  
 
Figure 9. LDI participants apply their LDI knowledge.  

 
Source: Participant Survey (N=24), Spring 2016. 
 
The LDI ELC cohort also focused on leadership development for 
persons of color and their unique leadership experiences. All 
LDI ELC participants reported that the LDI gave them a place to 
explore their capacity as a leader of color (eight out of 10 
strongly agreeing). By the end of the program, all responding 
LDI ELC participants said that they were more confident as 
leaders of color.  

 

 

3 13 

15 

14 

8 

9 

10 

Take a high-level look at 
systemic oppression. 

Navigate power, privilege, 
and equity challenges in my 

work. 

Raise awareness about issues 
of equity within my 

organization. 

Strongly Disagree Disagree Agree Strongly Agree 

Having the opportunity over the course of the year to 
meet with other leaders of color, working through 
content as a group, it was encouraging, supportive 
environment, asked questions, support each other, not 
at all an opportunity that I’d had in my career prior to 
that. It gave me strength and support in my future 
role.  
 - 2014 LDI ELC Fellow 
 

“ “ 

Having the content covering power, privilege, and 
oppression built in is unique. There are other 
fellowships for leaders of color but we provide that 
safe space to talk about that, layering in that level of 
analysis and personal reflection. 
  

- CalSAC Leadership 

“ 
” 

 

All LDI ELC fellows say 
that LDI gave them a 
place to explore their 
capacity as a leader of 
color. 
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Graduates reported that they have used several elements of their 
LDI learning related to equity-focused leadership. Notably, all 13 
respondents reported that they have used what they learned in 
LDI to navigate power, privilege, and equity challenges in their 
work place and 12 out of 13 said that they have used it to raise 
awareness regarding issues of equity within their organizations.  
 
Figure 10. Grads use their LDI learning to focus on equity.  

Since graduating from LDI, grads have used elements of their 
LDI learning to:  

Navigate power, privilege, and 
equity challenges in my work. 

nnnnnnnnnnnnn 

Take a high level look at 
systemic oppression. 

nnnnnnnnnnnnn 

Raise awareness about issues of 
equity within my organization. 

nnnnnnnnnnnnn 

 n= Yes      n= No   

Source: Graduate Survey (N=13), Fall 2015. 
 
Additionally, grads say that they have been able to introduce 
thinking about power, privilege, oppression, and/or equity 
within their organization by bringing it into staff conversations, 
hiring processes, and professional development for staff.  

 

…A lot of decisions are made that affect us [at organization] 
but we are left out of the conversation. I have always felt that 
this happens largely because the area we serve is seen as 
'lesser than' because we work in a neighborhood that is 
predominantly low-income.  
 
LDI really allowed me to stand in my belief and voice my 
opinion on what was happening without fear of consequence. 
It gave me the tools and the language to do so in a way I 
would be heard and respected. I was able to have a very honest 
conversation with my supervisor (who was completely in 
agreement with me) and our director about the lack of equity 
with funding and decision-making happening in our district.  
 
Although things did not change instantaneously, I have noticed 
a difference in the way new projects are now being approached 
and there has been a definite shift of power, in our favor. 
 
 -LDI ELC Alumnus  

“ 

“ 

 

Grads have been able to 
get their organizations 
thinking about power, 
privilege, oppression, and 
equity.  
 
 
 
 
 
Some alumni have given 
professional development 
opportunities to their 
staff by encouraging them 
to apply for and 
advocated for their 
participation in LDI. Six 
have been accepted. 
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LDI fellows are part of a professional network  
With cohorts of 10 to 15 people, LDI participants have the 
opportunity to build strong bonds and network with other 
developing leaders in their field.  As articulated in the Theory of 
Change, these life-long relationships and networks of support 
help deepen fellows’ commitment to the field and community. 
 
These relationships continued, even after the program ended, 
with the majority of alumni keeping in contact with their fellow 
LDI graduates once per quarter (n=9).  
 

Figure 11. Most LDI grads keep in contact with fellow grads once per 
quarter. 

 Source: Graduate Survey (N=13), Fall 2015. 
 
During interviews graduates reported that they attend CalSAC 
events to connect with their past cohort and meet the new 
cohorts. Additionally, networking also occurs across cohorts 
between LDI ELC fellows and LDI 360/365 fellows. In one 
instance, a LDI ELC fellow who was leaving her position 
successfully referred a LDI 360/365 fellow to be hired in her 
place. CalSAC staff report that alumni do not need a 
reconnecting period when they see each other. 

CalSAC also engages with program participants, allowing them 
access to a vast network of OST and Early education 
organizations and individuals. All 13 responding grads reported 
that they have grown their network of professional contacts and 
resources since graduating from the LDI.  
 

1 

2 

9 

1 

0 

Not in contact 

Once per Year 

Once per Quarter 

Once per Month 

Weekly 

  

Alumni reconnect with ease.  At the last ceremony, 
two alumni showed up and they hadn’t seen each other 
for a year, but it was a like no time had gone by. 
 

-CalSAC Leadership 

“ 

“ 

LDI Grads: 
 

ü Keep in contact with 
their fellow cohort 
members 

ü Have grown their 
professional contacts 
and resources 

ü Remain involved with 
CalSAC as volunteers 
and trainers 
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Alumni have also been actively involved in the OST and early 
education fields in many ways (see Figure 12). Most notably, 
nine out of the 13 responding grads reported being mentors to 
another youth work professional.  
 
Figure 12. Most grads serve as mentors to other youth work 
professionals.  

Involvement of LDI grads in professional development or community 
services activities: 

Member of a Board of Directors nnnnnnnnnnnnn 

Volunteer or Pro-Bono Consultant nnnnnnnnnnnnn 

Mentor to another Youth Work 
Professional 

nnnnnnnnnnnnn 

Spoke at a conference nnnnnnnnnnnnn 

Published an article, blog post, or 
other piece 

nnnnnnnnnnnnn 

 n= Yes      n= No   

Source: Graduate Survey (N=13), Fall 2015. 
 
Participants share the LDI program within their networks; 23 
out of 24 respondents have recommended the program to a 
friend or colleague. Two LDI ELC fellows recommended their 
colleagues to apply for the 2016 LDI cohort and they were 
accepted.  
 
For the most part, LDI alumni also remain in contact with 
CalSAC after they graduate in varying capacities. For example, 
five grads reported being engaged with CalSAC as volunteers 
and nine grads indicated that they were CalSAC Trainers. One 
grad is a Chapter member and three grads are CalSAC Board 
Members. This extended involvement suggests that LDI might 
contribute to furthering fellows’ commitment to the field. 
 
  

 

Grads are engaged with 
their communities as 
mentors to other youth 
work professionals, as 
board members, 
volunteers, and 
presenters. 
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LDI fellows use the skills they learned in LDI to 
lead responsive programs and policies 
 
2015/2016 LDI participants have already applied the knowledge 
and skills gained from LDI in their organizations by using peer 
coaching techniques, the counter-dominant leadership model, 
and a strengths-based approach. In general, LDI participants 
feel more confident; they are able to advocate for themselves and 
others, and they feel comfortable having open conversations.  

 

 

External Competencies 
LDI participants also strengthen their external competencies, 
such as decision-making, strategic thinking, effective 
communication, collaboration, and navigating power, privilege, 
and oppression. When grads were asked to reflect on the 
external competencies they learned or strengthened in LDI, the 
majority of them reported that they apply them “Well” or “Very 
well” to their leadership, management and supervision of staff, 
when supporting team members and organizational 
development, and in their own personal and professional 
development (See Figure 13).  

I have implemented the idea of counter dominant 
leadership. It has caused some staff surprise when 
asking what they think would work best but has made 
jobs a lot more productive and provided a space for 
open conversation.  
 
 - 2015 LDI ELC Fellow 

“ 
” 

I often find myself referring to many of the articles, 
handouts, tools, and coaching techniques between 
sessions. 
 
 - 2015 LDI ELC Fellow 

“ 
”  

“A lot of things I learned 
in LDI I was able to put 
into practice in pretty 
short order, I didn’t have 
to wait to apply them.”  
 
–LDI ELC Alumnus 
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Figure 13. Graduates describe how well they apply the external 
competencies (like decision making or strategic thinking) they 
learned in LDI to areas of their work. 

 Source: Graduate Survey (N=13), Fall 2015.  
 
During the interviews, graduates reported using the supervision 
and coaching skills they developed at LDI, as well as the tools 
they learned related to finances and mission such as the dual 
bottom line matrix. One graduate reported that he brought the 
LDI tools back to his team and observed them applying the tools 
as well.  

In the years subsequent to graduating from the program, grads 
have made some key contributions to their organizations. Not 
only did they bring tools and frameworks to their organizations, 
alumni of the LDI program have influenced their organizations’ 
hiring practices to be more equitable, locally-based, and 
strengths-based. They have also helped to increase 
compensation for positions within their organizations and are 
making changes that are making an impact on the field.  
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6 

3 
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Personal and professional 
development 

Supporting team members 
and organizational 

development 

Management and supervision 
of staff 

Leadership 

Poorly/Do Not Use Somewhat well Well Very Well 

  
Not only does it reaffirm who you are and your 
strengths as a leader, but it gave me a lot of the 
specific tools that made me feel like I could go into a 
conversation where I wasn’t just making it up, that I 
wasn’t just winging it. Having a concrete strategy to 
doing something enables you to do more. 
 
 -LDI ELC Alumnus 

“ “ 

“At the time of the 
fellowship, I wasn’t 
supervising any staff.  
 
There was a piece of the 
curriculum that is about 
developing leaders of 
color in your work. After 
graduating, I was 
supervising 40 staff.  
 
For me what was so 
valuable was [the 
exercises]. I have my [LDI] 
binder with me right now, 
I use it and go to it as it 
relates to how to being 
intentional about building 
capacity and leaders of 
color.” 
 
- LDI ELC Alumnus 
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Moreover, LDI alumni have achieved accomplishments and 
made contributions to the OST and early education fields more 
broadly. Many alumni surveyed describe their advocacy efforts 
and their role as facilitators or trainers in the field.   

  

I know there’s been a number of fellows who have 
been promoted or advocated for raises. Over the 
years, I’ve heard that it’s a mix of the validation of 
the group, validation of self, sense of support, support 
around how to communicate and advocate for 
themselves. It was their experience that empowered 
them to make that ask to get raises or promotions.  
 
 - CalSAC Leadership 

“ “ 

…My LDI goal was to ensure that the number of sites 
a manager supervised got lowered from 8 schools to 
4 schools….This goal was shared by my director and 
CEO for the 2015-16 school year. Currently the number 
of sites a [school district] manager supervises is down 
to 5 schools with other districts trying to figure out 
how they can follow suit. 
 
 - LDI ELC Alumnus  

“ “ 
[Since graduating from LDI, I have applied] an equity 
and social justice approach to statewide decision-
making committees influencing field and K-12 
integration, summer learning in CA, social-emotional 
and character development, and strengthening the 
capacity of women of color in the field. 
 
 - LDI ELC Alumnus  

“ “ 

 

 
LDI alumni have 
influenced their 
organizations’ hiring 
practices to be more 
equitable, locally-based, 
and strengths-based. 
 
 
 
 
 
 
 
 
 
 
 
 
 
LDI fellows know how to 
create programs and 
policies that are 
responsive to the needs of 
the communities they 
serve.  
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CONCLUSION 
Since its start in 2012, LDI has graduated 49 fellows, 
representing 43 different organizations. Throughout the surveys 
and interviews, a key theme that kept reemerging was that LDI 
offers a unique combination of components. LDI builds fellows’ 
knowledge, skills, and leadership capacity. Moreover, the unique 
lens of character development and navigating issues of power 
and privilege surrounds the program. Each individual 
component might be found in other programs but it is rare to 
find them all within one program. 

 
 
Respondents commonly reported that through LDI they 
developed their confidence and self-awareness skills as well as 
that they learned concrete skills such as the counter-dominant 
leadership model, dual-bottom line matrix, and coaching and 
communication skills. In addition to the program curriculum, 
participants were impacted by the process itself and by the 
relationships they formed. 
 
By providing the next generation of leaders with the skills, 
knowledge, and capacity to lead authentically and with integrity, 
LDI contributes to increasing the leadership capacity of the out-
of-school time and early education fields. This work helps 
advance CalSAC’s aim to create more responsive programming, 
policies and services that reflect the racial, ethnic, and cultural 
diversity of California. 

 

It’s not just a program that focuses on leadership and 
management, but it focuses on people that are in the 
room. When they leave, they have a statewide 
network, deeper than title, deeper than organization 
and field. It includes both a very personal and very 
professional lens. 
 
 - CalSAC Leadership Partner 

“ “ 

 

LDI has graduated 49 
fellows representing 43 
different organizations. 
 
 
 
 
Graduates describe LDI in 
one word: 
 
“Empowering” 
 
“Enlightening” 
 
“Impactful” 
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APPENDIX A: GRADUATE SURVEY RESULTS 
Background (N=13) 
 
Question No Yes 

Since Graduating form the 
LDI, do you still work in the 
out-of school time or early 
education field? 

4 9 

 

Question 
No, I do not 

manage a team. 

Yes, I manage a 
team of under 5 

people. 

Yes, I manage 
a team of 

between 6 to 
10 people. 

Yes, I manage 
a team of 

more than 10 
people. 

In your current 
role, do you 
manage a team? 

4 5 - 3 

 

Question No 
Yes: Manager-

level 

Yes: 
VP/Senior 
VP-level 

Yes: 
Director-

level 
Other 

Is your current 
role at a 
manager, 
VP/Senior VP, 
or Director-
level? 

3 3 - 4 2 

 

Question No Yes 

N/A – I changed 
agencies/organiza

tions since 
participating in 

LDI. 
Since graduating from the 
LDI, have you been 
promoted or changed jobs 
within your current 
agency/organization? 

1 6 6 
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Question No Yes 

Since Graduating form the 
LDI, have you taken on 
greater responsibilities within 
your agency/organization? 

2 10 

Since Graduating form the 
LDI, have you taken a 
leadership role within your 
agency/organization? 

2 10 

 
Internal Leadership and Management Competencies 

Question 
Poorly/Do not 

use 
Somewhat 

well 
Well Very well 

Since 
graduating 
from the LDI, 
how well do 
you apply 
internal 
competencies 
to… 

Your leadership? - 1 7 5 
Your 
management 
and supervision 
of staff? 

- 2 7 4 

Supporting team 
members and 
organizational 
development? 

- 1 5 7 

Your own 
personal and 
professional 
development? 

- 3 3 7 

 
External Leadership and Management Competencies 

Question 
Poorly/Do not 

use 
Somewhat 

well 
Well Very well 

Since 
graduating 
from the LDI, 
how well do 
you apply 
external 
competencies 
to… 

Your leadership? - 2 4 7 
Your 
management 
and supervision 
of staff? 

1 2 7 3 

Supporting team 
members and 
organizational 
development? 

- 1 6 6 

Your own 
personal and 
professional 
development? 

- 3 5 5 
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Equity Focused Leadership 
Question Yes 

Since graduating from the LDI, I 
have used elements of my LDI 
learning to (Check all that 
apply):  

Navigate power, privilege, and 
equity challenges in my work 

13 

Take a high-level look at 
systemic oppression 

10 

Raise awareness about issues of 
equity within my organization 

12 

 
Networks 
Question  Yes 

Since graduating from the LDI, 
which of the following 
professional development or 
community services activities 
have you been involved in?  

Member of a Board of Directors 2 

Volunteer or pro-bono consultant 3 

Mentor to another youth work 
professional 

9 

Spoke at a conference 5 

Published article, blog post, or 
other piece 

2 

Since graduating from the LDI, I 
have remained engaged with 
CalSAC as a: 

Board Member 1 

Volunteer 5 

Trainer 4 

Chapter Member 1 

I have not remained engaged. 4 

 

Question Weekly 
Once per 

month 
Once per 
quarter 

Once per 
year 

We have not 
remained in 

contact 
How often are 
you in contact 
with your fellow 
LDI graduates 
(either personally 
or 
professionally)? 

- 1 9 2 1 
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Question 1 or 2 3 to 5 5 or more 
We have not 
remained in 

contact 
How many fellow LDI 
graduates do you 
estimate you stay in 
contact with? 

4 4 4 1 

 

Question 
Strongly 
Agree 

Agree Disagree 
Strongly 
Disagree 

Don’t Know 

Since 
graduating from 
the LDI, I have 
grown my 
network of 
professional 
contacts and 
resources. 

3 10 - - - 
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APPENDIX B: PARTICIPANT SURVEY RESULTS 
 
Participant Overall Survey Summary 

 
ELC 

(n=10) 
360/365 
(n=14) 

All LDI 
(N=24) 

 Strongly Agree / Agree 

Character Development 

Because of the LDI program…    

I am more aware of the importance of building social and emotional 
competencies of myself and my staff to promote the development of 
competencies in youth. 

10 14 24 

I am more aware that my own character development impacts my 
leadership and management style. 

10 14 24 

Knowledge - Professional Opportunities & Challenges 

Because of the LDI program…    

I better understand the challenges present in my field. 10 13 23 

I know more about the career paths in my field. 10 14 24 

I know more about the professional opportunities available to me in the 
OST or early learning fields. 

10 11 21 

Knowledge - Organizational Structure 

Because of the LDI program…    

I can identify the strengths, opportunities and challenges of organizational 
structures. 

9 14 23 

I am more aware of the common organizational structures in the OST or 
early learning fields. 

10 12 22 

Knowledge - Systems Change 

Because of the LDI program…    

I better understand the key elements of community building. 10 14 24 

I better understand the key elements of systems change. 9 13 22 

I am more aware of local and state level policy and funding issues that 
affect my field. 

9 13 22 
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Confidence in Abilities 

Because of the LDI program…    

I can secure employment of a higher level. 10 13 23 

I am more marketable to potential employers. 10 14 24 

I can take on more leadership and management responsibilities in my 
current job. 

10 13 23 

Leadership Capacity - Self-care and Capacity 

Because of the LDI program…    

I better advocate for my own needs. 10 14 24 

I can delegate more effectively. 9 13 22 

I better understand the importance of maintaining a healthy work/life 
balance. 

10 14 24 

Leadership Capacity - Strategic Thinking 

Because of the LDI program…    

I think more strategically. 9 14 23 

I can assess an organization's capacity for growth. 9 13 22 

Leadership Capacity - Strong Relationships 

Because of the LDI program…    

I can better cultivate professional partnerships. 9 14 23 

I have strong relationships with my fellow cohort members. 9 14 23 

I am comfortable turning to any one of my fellow cohort members for 
support. 

9 14 23 

Leadership Capacity - Commitment to Lead 

Because of the LDI program…    

I am more committed to being a leader in my field. 10 14 24 
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POC Leadership 

Because of the LDI program…    

I had a place to explore my capacity as a POC leader.  10 0 10 

I am a more confident as a POC leader. 9 0 9 

Impact 

Because of the LDI program…    

I deepened my belief that I am a leader that reflects the communities I 
serve.  

9 14 23 

I better understand the impact of culture in the workplace. 10 14 24 

I know how to create programs and policies that are responsive to the 
needs of the communities I serve. 

10 14 24 

I plan to use, or have used elements of my LDI learning to…    

Navigate power, privilege, and equity challenges in my work 10 14 24 

Take a high-level look at systemic oppression. 9 12 21 

Raise awareness about issues of equity within my organization. 10 14 24 

 

Have you recommended this program to a friend or colleague? 10 13 23 
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ELC Participant Survey Results (n=10) 

Character Development 
Strongly 
Agree 

Agree Disagree 
Strongly 
Disagree 

Because of the LDI program…     

I am more aware of the importance of building social and emotional 
competencies of myself and my staff to promote the development of 
competencies in youth. 

7 3 0 0 

I am more aware that my own character development impacts my 
leadership and management style. 

8 2 0 0 

Knowledge - Professional Opportunities & Challenges SA A D SD 

Because of the LDI program…     

I better understand the challenges present in my field. 7 3 0 0 

I know more about the career paths in my field. 5 5 0 0 

I know more about the professional opportunities available to me in the 
OST or early learning fields. 

4 6 0 0 

Knowledge - Organizational Structure SA A D SD 

Because of the LDI program…     

I can identify the strengths, opportunities and challenges of organizational 
structures. 

5 4 1 0 

I am more aware of the common organizational structures in the OST or 
early learning fields. 

4 6 0 0 

Knowledge - Systems Change SA A D SD 

Because of the LDI program…     

I better understand the key elements of community building. 6 4 0 0 

I better understand the key elements of systems change. 4 5 0 0 

I am more aware of local and state level policy and funding issues that 
affect my field. 

6 3 1 0 
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Confidence in Abilities SA A D SD 

Because of the LDI program…     

I can secure employment of a higher level. 7 3 0 0 

I am more marketable to potential employers. 7 3 0 0 

I can take on more leadership and management responsibilities in my 
current job. 

4 6 0 0 

Leadership Capacity - Self-care and Capacity SA A D SD 

Because of the LDI program…     

I better advocate for my own needs. 7 3 0 0 

I can delegate more effectively. 5 4 1 0 

I better understand the importance of maintaining a healthy work/life 
balance. 

6 4 0 0 

Leadership Capacity - Strategic Thinking SA A D SD 

Because of the LDI program…     

I think more strategically. 6 3 1 0 

I can assess an organization's capacity for growth. 5 4 1 0 

Leadership Capacity - Strong Relationships SA A D SD 

Because of the LDI program…     

I can better cultivate professional partnerships. 7 2 1 0 

I have strong relationships with my fellow cohort members. 5 4 1 0 

I am comfortable turning to any one of my fellow cohort members for 
support. 

8 1 1 0 
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Leadership Capacity - Commitment to Lead SA A D SD 

Because of the LDI program…     

I am more committed to being a leader in my field. 7 3 0 0 

 

POC Leadership SA A D SD 

Because of the LDI program…     

I had a place to explore my capacity as a POC leader.  8 2 0 0 

I am a more confident as a POC leader. 6 3 0 0 

Impact SA A D SD 

Because of the LDI program…     

I deepened my belief that I am a leader that reflects the communities I 
serve.  

7 2 0 0 

I better understand the impact of culture in the workplace. 8 2 0 0 

I know how to create programs and policies that are responsive to the 
needs of the communities I serve. 

7 3 0 0 

I plan to use, or have used elements of my LDI learning to…     

Navigate power, privilege, and equity challenges in my work 3 7 0 0 

Take a high-level look at systemic oppression. 4 5 1 0 

Raise awareness about issues of equity within my organization. 4 6 0 0 
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360/365 Participant Survey Results (n=14) 
 

Character Development 
Strongly 
Agree 

Agree Disagree 
Strongly 
Disagree 

Because of the LDI program…     

I am more aware of the importance of building social and emotional 
competencies of myself and my staff to promote the development of 
competencies in youth. 

11 3 0 0 

I am more aware that my own character development impacts my 
leadership and management style. 

9 5 0 0 

Knowledge - Professional Opportunities & Challenges SA A D SD 

Because of the LDI program…     

I better understand the challenges present in my field. 7 6 1 0 

I know more about the career paths in my field. 5 9 0 0 

I know more about the professional opportunities available to me in the 
OST or early learning fields. 

6 5 3 0 

Knowledge - Organizational Structure SA A D SD 

Because of the LDI program…     

I can identify the strengths, opportunities and challenges of organizational 
structures. 

5 9 0 0 

I am more aware of the common organizational structures in the OST or 
early learning fields. 

4 8 2 0 

Knowledge - Systems Change SA A D SD 

Because of the LDI program…     

I better understand the key elements of community building. 6 8 0 0 

I better understand the key elements of systems change. 6 7 1 0 

I am more aware of local and state level policy and funding issues that 
affect my field. 

6 7 1 0 
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Confidence in Abilities SA A D SD 

Because of the LDI program…     

I can secure employment of a higher level. 6 7 1 0 

I am more marketable to potential employers. 8 6 0 0 

I can take on more leadership and management responsibilities in my 
current job. 

7 6 1 0 

Leadership Capacity - Self-care and Capacity SA A D SD 

Because of the LDI program…     

I better advocate for my own needs. 9 5 0 0 

I can delegate more effectively. 6 7 1 0 

I better understand the importance of maintaining a healthy work/life 
balance. 

9 5 0 0 

Leadership Capacity - Strategic Thinking SA A D SD 

Because of the LDI program…     

I think more strategically. 6 8 0 0 

I can assess an organization's capacity for growth. 4 9 1 0 

Leadership Capacity - Strong Relationships SA A D SD 

Because of the LDI program…     

I can better cultivate professional partnerships. 8 6 0 0 

I have strong relationships with my fellow cohort members. 11 3 0 0 

I am comfortable turning to any one of my fellow cohort members for 
support. 

11 3 0 0 
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Leadership Capacity - Commitment to Lead SA A D SD 

Because of the LDI program…     

I am more committed to being a leader in my field. 10 4 0 0 

POC Leadership SA A D SD 

Because of the LDI program…     

I had a place to explore my capacity as a POC leader.  0 0 0 0 

I am a more confident as a POC leader. 0 0 0 0 

Impact SA A D SD 

Because of the LDI program…     

I deepened my belief that I am a leader that reflects the communities I 
serve.  

7 7 0 0 

I better understand the impact of culture in the workplace. 8 6 0 0 

I know how to create programs and policies that are responsive to the 
needs of the communities I serve. 

6 8 0 0 

I plan to use, or have used elements of my LDI learning to…     

Navigate power, privilege, and equity challenges in my work 6 8 0 0 

Take a high-level look at systemic oppression. 4 8 2 0 

Raise awareness about issues of equity within my organization. 6 8 0 0 
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APPENDIX C: GRADUATE INTERVIEW PROTOCOL 
 
Interviews with alumni were semi-structured. The evaluation team asked the following guiding questions and 
followed up to dive deeper as necessary. Prompts under the main question were not always used, depending on 
the flow of the conversation.  
 
1. Please tell me a little bit about your background with the LDI: 

-‐ How did you get involved? 
-‐ Which cohort did you graduate from? 
-‐ What prompted you to apply/get involved? 

 
2. What was your job role when you entered the LDI? Since then, how has your job role changed or remained 
the same?  

-  Are you in the same field? At the same organization? In the same role?  
-‐ In what ways do you see the LDI as contributing to those changes? 
-‐ Have you experienced any professional accomplishments since graduating from the LDI? 

 
3. How have your career choices evolved over the years?  

-‐ What impact, if any, do you think the LDI had on your career choices? 
 

4. Tell me about your current involvement with CalSAC and the LDI Network: 
-‐ In what ways, if any, do you keep in touch with CalSAC and other LDI graduates? 
-‐ If you don’t keep in touch, why don’t you?  
-‐ Do you feel supported by this network? Why or why not? What are some ways that you would like to be 

supported or engaged? 
 

5. In what ways do you engage in your community? 
-‐ Has this changed since you completed the LDI? How so? 
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APPENDIX D: STAKEHOLDER INTERVIEW PROTOCOL 
 
The evaluation team conducted a group interview with key stakeholders, including CalSAC leadership. This 
interview was semi-structured, asking the following questions to guide the conversation.  
 

1. What was the catalyst for LDI?  
 

2. What makes it unique and important?  
 

3. What are your favorite graduate success stories?  
 

4. How does CalSAC maintain connections with graduates?  
 

5. What's next for LDI? 
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