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Introduction  
HWAT continued its contract with Leadership Paradigms, Inc. and its principal, Mai Moua, to 
revise, edit, manage, and develop the leadership institute. This report summarizes the 
evaluation activities and processes of the HWLI during the grant period of March 1, 2008 
through February 28, 2009. 
 
This report outlines the following sections: 
 

1. Conceptual framework and program components; 
2. Participant data and recruitment; 
3. Data collection and description of data; 
4. Generalizations and key learning from the analysis of data;  
5. Tentative plans for the 2009 Hmong Women Leadership Institute, and; 
6. Recommendations for the future of the Hmong Women Leadership Institute. 

Conceptual Framework and Program Components  
To ensure that a leadership institute for Hmong women would have long term impact, it was 
determined that a conceptual framework was necessary to guide the philosophy, work and 
activities in the institute. This section outlines the framework and program components 
involved in the leadership institute. 

Conceptual Framework  
In the spring of 2008, HWAT updated and revised the program and conceptual framework of 
the leadership institute. This framework (see Appendix B) was created in 2007, and funding 
from the foundation was used to ensure that the conceptual framework was updated based on 
ǘƘŜ ŦŜŜŘōŀŎƪ ŀƴŘ ŜȄǇŜǊƛŜƴŎŜǎ ƻŦ I²!¢Ωǎ ǇŀǊǘƛŎƛǇŀƴǘǎ ƛƴ ǘƘŜ ƻǊƛƎƛƴŀƭ Ǉƛƭƻǘ ǇǊƻƎǊŀƳ ƘŜƭŘ ƛƴ нллтΦ 
The conceptual framework is based on a theory of systems and social change. This theory 
provided the conceptual framework for determining the types of activities, program 
components, and curriculum to be used in the institute. The theory is rooted in a social 
constructivist perspective, in which the individual (or observer) creates his/her world through 
his/her perceptions, thus actions or inactions from the individual begins from within.  This 
framework was ideal in that it emphasized the importance of creating change from within and 
that if Hmong women recognized their own internal power and value, they can become a 
catalyst for change ς on a personal, family, organization, and community level.  
 
This framework took a four level approach: personal, family, organization, and community. It 
was important to emphasize that the institute looks at systems on multiple levels. The levels 
were chosen based on the theory of systems and what systems have an impact on Hmong 
ǿƻƳŜƴΩǎ ƭƛǾŜǎΦ CǊƻƳ ǘƘŜǎŜ ŦƻǳǊ ƭŜǾŜƭǎΣ ƭŜŀŘŜǊǎƘƛǇ ǘǊŀƛƴƛƴƎΣ ŜŘǳŎŀǘƛƻƴ ŀƴŘ ƳŀǘŜǊƛŀƭǎ ǿŜǊŜ ǘƘŜƴ 
developed to address these areas.  



3 | P a g e 

 

 
These four levels were closely tied to the long-term outcomes of the program. For example, 
each outcome was aligned with a specific level of change (personal, family, organization, and 
community) that was addressed in the institute. Based on the theoretical framework and this 
alignment, curriculum topics were developed and designed to meet the four areas of change. 
Topics were also chosen based on their importance in leadership development.  

Program Components  
A program logic model (see Appendix C) created in 2007 was revised and updated to include 
new program components of the institute. The HWLI consists of ten program components (see 
Appendix D) that the agency hopes will create a journey that is both educational and social 
change oriented for participants. Each component works together, building upon each other to 
reinforce knowledge and skills learned in the institute. The consultant worked to revise and 
strategically align the components as well as to design additional components for program 
effectiveness. Based on limited resources (consultant time, funding, technological resources, 
administrative support) HWAT was able to implement 6 of the 10 program components. 
Although HWAT was not able to implement all program components, it was able to increase the 
implementation of program components from 4 to 6 in 2008. HWAT added the mentoring 
component and pre-assessments to ensure that participants were appropriately matched with 
an experienced Hmong woman mentor, and to ensure that activities throughout the institute 
met the skill development needs of the women. 

Participant Data and Recruitment  
Although the aim of the institute is to 
engage a large number of women 
(approximately 30) to participate, HWAT 
was able to recruit and select 10 
participants in 2008. This was a reduction in 
numbers from the previous pilot year 
(Cohort 1), which included 12 participants. 
At the initial start of the program, the 
agency was able to recruit 12 participants 
for 2008 (Cohort 2)and planned on all 
twelve attending the orientation and first 
full day training; however, when the 
program began, two participants dropped 
out of the institute for personal reasons. 
 
Demographics of this second cohort of participants included the following: 

¶ All 10 participants are high school and college graduates. 

¶ 3 of the 10 participants are pursuing a masters degree. 

¶ One participant was pursuing a Ph.D. 

¶ Over 50% of the participants resided in the Saint Paul and Ramsey County area. 

Hmong women participants of the Leadership Institute 
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¶ Counties represented in the participant demographics include: Hennepin County, Anoka 
County and Washington County (1 participant from each county). 

¶ The average participant age for this cohort was 28.4 years; the first year cohort was 28.7 
years. 

¶ At least two participants indicated an interest in pursuing a graduate degree. 
 
 
The following charts demonstrate the demographics between the first and second cohort of the 
institute. 
 
Table 1: Educational Level of Cohorts 
 

 
As the table above indicates, the majority of participants from both Cohorts are highly 
educated. All participants have obtained a bachelors degree, with a slight percentage pursuing 
a graduate degree or an intention to enroll in a graduate program. 
 
The chart on the next page illustrates the number of participants in the geographic regions on 
the Twin Cities Metropolitan area. As indicated in the chart, most of the participants come from 
Ramsey County and/or the Saint Paul area. 
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Table 2: Number of Participants in Geographic Regions 
 

 
 
As indicated in the chart below, the majority of participants work in the nonprofit sector. This is 
not surprising given that the institute has a focus on social change and community work. 
 
Table 3: Number of Participants in Work Sectors 
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The chart below illustrates a comparison of the two cohorts within industries. As demonstrated, 
the majority of the cohort participants work in general social services agencies and the 
education sector. 
 
Table 4: Number of Participants in Industries 
 

 
 
During the months of April through June, active recruitment occurred through the following 
mediums: 
 

1. Email marketing (database list of 300 individuals). 
2. Word of mouth referrals (board of directors, past cohort participants, past clients). 
3. Flyers sent to local nonprofit organizations (Hmong American Partnership, Hmong 
!ƳŜǊƛŎŀƴ aǳǘǳŀƭ !ǎǎƛǎǘŀƴŎŜΣ [ŀƻ CŀƳƛƭȅ /ƻƳƳǳƴƛǘȅΣ ab ²ƻƳŜƴΩǎ /ƻƴǎƻǊǘƛǳƳΣ 
Neighborhood House, Hmong VISION, and the Professional Hmong Women Association). 

4. Personal telephone calls. 
5. One-to-one phone conversations with potential participants. 
6. Announcements in newspapers (Hmong Times, Hmong Today, Asian Pages, Asian 

American Press). 
 
The following chart illustrates the estimated percentage of reach for each venue listed above. 
The percentages are based on an estimated reach of 1440 persons. 
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Table 5: Estimated Percentage of Reach for Marketing Venues 
 

 
 
The venues above that had the widest span of reach for increasing the visibility and attention of 
the leadership institute were: 
 

1. Announcements in the newspapers (estimated reach is 1000 persons) 
2. Email marketing (estimated reach is 300 persons) 

 
The venues above that were most useful to increasing interest and eventual participation to the 
leadership institute were in the following order: 
 

1. One to One Calls to Potential Participants: identifying the individuals that would have 
the highest interest and potential for participation in the program. 

2. Word of Mouth: identifying the specific individuals and asking those individuals to pass 
on the information to others. 

3. Personal Telephone Calls: Returning phone calls to interested individuals who either 
called or emailed their interest. 

Data Collection and Description of Data  
To evaluate the effectiveness of the program, HWAT collected data from the following 
activities:  
 

¶ Mid-Term individual interviews with participants 

¶ Evaluations at the end of each session 

¶ Cohort 2 feedback about mentoring component 

¶ Cohort 2 feedback about overall program experience 

¶ Self reflection of leadership beliefs (This I Believe essays) 
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¶ Group feedback from Cohort 1  

¶ Completed Community Dialogues Projects 

1. Mid-term Individual Interviews with Participants  
During the month of October 2008, the consultant spoke with each participant to assess their 
experiences thus far in the program. Interviews were at least one hour in length. All ten 
participants were interviewed, either over the phone or in person. Questions asked of 
participants included the following: 
 

1. Tell me how your experience in the institute has been. 
2. What has been a positive experience for you in the institute? 
3. What suggestions do you have for the institute in the next months of your participation? 

2. End of Session Evaluations 
There were a total of eight sessions, which included a full day of training and orientation. 
Sessions were held from August 2008 through the end of November 2008. Each session was 
approximately 3 hours in length, and some sessions extending up to four hours. The third 
session on clan/family leadership included a dialogue and panel presentation from clan leaders. 
All but the final session had evaluations filled out. 

3. Mentoring Component Feedback  
A new component for the leadership institute in 2008 was the addition of a mentoring 
component. Participants were grouped into three small groups consisting of no more than 
three to four individuals. Small group mentoring occurred once a month; mentors met with 
mentees to discuss the program, issues or challenges related to leadership and being a Hmong 
woman, and other items that were deemed important for the group to discuss. On the last day 
of training in November, an informal conversation about the impact of the mentoring program 
was initiated, as well as the consultant checked in with the groups periodically throughout to 
ensure the mentoring component was running smoothly. 

4. Final Evaluation Feedback  
At the end of the program, a final conversation was initiated with the participants to discuss 
their overall experience. Each participant took time to reflect and answer the following 
questions: 

1. Describe your overall experience in the leadership institute. 
2. What was the key learning for you in the institute? 
3. What suggestions do you have to improving the institute? 

5. Self Reflection of Leadership Beliefs  
9ŀŎƘ ǇŀǊǘƛŎƛǇŀƴǘ ǿŀǎ ǊŜǉǳƛǊŜŘ ǘƻ ǿǊƛǘŜ ŀƴ Ŝǎǎŀȅ ōŀǎŜŘ ƻƴ bŀǘƛƻƴŀƭ tǳōƭƛŎ wŀŘƛƻΩǎ 1This I Believe 
ŜǎǎŀȅǎΦ ¢Ƙƛǎ ǎŜǊǾŜŘ ŀǎ ŀ ǊŜŦƭŜŎǘƛƻƴ ƻŦ ǘƘŜ ǇŀǊǘƛŎƛǇŀƴǘΩǎ ŜȄǇŜǊƛŜƴŎŜ ŀƴŘ ǘƘŜƛǊ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƻŦ 
leadership. See appendix section for a copy of all the This I Believe essays. 
 

                                                 
1
 Information on National Public Radioôs This I Believe can be viewed at www.thisibelieve.org 
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6. Cohort 1 Feedback Session 
The institute held one session with the 2007 Cohort 1 participants to follow up on their 
progress. This meeting occurred approximately six months after the end of Cohort 1 training. 
¢ƘŜ ŎƻƴǘŜȄǘ ƻŦ ǘƘŜ ƳŜŜǘƛƴƎ ǿŀǎ ǎŜǘ ŀǎ ŀƴ άŀƭǳƳƴƛ ǊŜǳƴƛƻƴέ ƳŜŜǘƛƴƎ ǘƻΥ мύ ǳƴŘŜǊǎǘŀƴŘ ǿƘŀǘ ǿŀǎ 
the key learning that remained after the end of the sessions in 2007, 2) gather ideas on how to 
provide and continue services for participants, and 3) how to continue long term evaluations 
with past participants.  

7. Dialogues Projects  
Participants were assigned groups (same groups as their mentoring groups) and were required 
to conduct a community dialogues project with the community. The projects were to discuss 
components of gender and leadership with community members. Groups were given 
instructions on how to conduct the community dialogues and a stipend for the group project. 

Generalizations and Key Learning from Data  
Tables 6 through 12 illustrate the common themes and ratings for seven of the eight training 
sessions.  
 
As illustrated, all the sessions received fairly high scores, except for session three which 
received neutral to fair scores. When discussed with the participants, this particular session, 
which focused on clan/family leadership, was scored a bit lower than the rest because of the 
panelists and the discussion topic. Although the participants were interested in the topic and 
the panelists, they felt that a couple of the panelists seemed to diverge from the topic of clan 
ƭŜŀŘŜǊǎƘƛǇ ŀƴŘ ŘƛŘ ƴƻǘ ŜƳǇƘŀǎƛȊŜ ǘƘŜ ǿƻƳŀƴΩǎ ǊƻƭŜ ƛƴ Ŏƭŀƴ ƭŜŀŘŜǊǎƘƛǇΦ aŀƴȅ ǘƘƻǳƎƘǘ ǘƘŜ ƳŜƴ 
ǿƘƻ ǿŜǊŜ ƛƴǾƛǘŜŘ ǎŜŜƳŜŘ άǘƻƻ ǇǊŜŀŎƘȅέ ŀƴŘ ŘƛŘ ƴƻǘ ŀƴǎǿŜǊ ǘƘŜƛǊ ǉǳŜǎǘƛƻƴǎ ŀōƻǳǘ ǘƘŜ ŦǳǘǳǊŜ ƻŦ 
IƳƻƴƎ ǿƻƳŜƴΩǎ Ǌƻles in clans.  
 
Overall, in regards to this particular session, the women felt that they did learn about how to 
create leadership for themselves, especially identifying specific strategies to doing so, e.g. 
learning to Hmong language, learning to speak the language of male clan leaders, and 
understanding the background of Hmong customs related to clans. 
 
In general, the women felt that all the sessions had been helpful and contributed to their 
ƭŜŀŘŜǊǎƘƛǇ ƪƴƻǿƭŜŘƎŜΦ aŀƴȅ ƻŦ ǘƘŜ ǿƻƳŜƴ ŜȄǇǊŜǎǎŜŘ ǳǎŀƎŜ ƻŦ ǘƘŜ ƳŀǘŜǊƛŀƭǎ άǊƛƎƘǘ ŀǿŀȅέ ǘƻ 
the professional work and personal lives. They also noted that the materials and the peer 
learning environment challenged them to think differently about leaders, the leadership 
process, and themselves as women.  
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Rating Scores for Each Session  
Table 6 below illustrates the general rating scores for the first session, which also served as an 
orientation and full day training.  General comments about the strengths of the session 
included the following: 
 

¶ The group dynamic was great! 

¶ Being able to hear and share stories was great. I learned a bit more about myself today 
and about others. 

¶ I really enjoyed the company of all the Hmong women and having a space to share 
stories. 

¶ Meeting everyone with such excitement to learn and make changes was great. 
 
.ŜŎŀǳǎŜ ǘƘƛǎ ǎŜǎǎƛƻƴΩǎ ŦƻŎǳǎ ǿŀǎ ƻƴ ŀǳǘƘŜƴǘƛŎ ƭŜŀŘŜǊǎƘƛǇ ŀƴŘ ǾŀƭǳŜǎ ŘǊƛǾŜƴ ƭŜŀŘŜǊǎƘƛǇΣ ǘƘŜ 
participants felt that these two key ideas from the session were the most beneficial to them. 
They commented that the following would be things they would remember from this session: 
 

¶ This session helped me to challenge the values I had and the ones I want. 

¶ Learning to describe the type of leader that I want to be. 

¶ Learning that values are important to leadership; that leaders can be good and bad and 
still be authentic. 

¶ Staying true to oneself, and not adding more to my list of to dos. 
 
 
Table 6: Ratings for Session #1 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

 

        

QUESTIONS  
1-Poor 

(%) 2-Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)  
Average 
Rating 

How would you rate this session 
overall?  0% 0% 0% 70% 30%  4.3 

How would you rate the instructors 
teaching ability?  0% 0% 0% 10% 90%  4.9 

How would you rate the written 
materials provided?  0% 0% 0% 10% 90%  4.9 

How would you rate the relevance of 
the topics?  0% 0% 0% 10% 90%  4.9 

How would you rate your 
engagement?  0% 0% 10% 60% 30%  4.2 

How would you rate the group 
discussion?  0% 0% 10% 30% 60%  4.5 

How would you rate the physical 
space?  0% 0% 20% 50% 30%  4.1 
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Table 7 demonstrates the general rating scores for Session #2. The following are general 
comments about the session: 
 

¶ I liked the interactive rich picture exercise. I'm a hands-on learner so it helped to 
experience this process and to learn how it can be applied. 

¶ I really like how you incorporate many things into this session. From discussion, to 
groups, to presenting, to drawing, etc. 

¶ Having time to discuss and learn more about systems change. 

¶ Understanding the framework and systems. 
 
Name one thing that will stick with you after this session. 
 

¶ Systems change is complicated work. One should look beyond the events level for 
solutions. Placing blame doesn't allow opportunities for change. 

¶ Our discussion about the poem really brought up some good points about the 
responsibilities that come with higher education.  

¶ Using a rich picture to look at issues, big and small. There are many different 
perspectives that need to be taken in looking at issues.  

¶ 1. Systematic vs. systemic 2. The impact of one system on another. 3. Seeing the whole 
picture from the dance floor to the balcony. 

 

Comments about improvements included: 

¶ More time to process systems change. This might a topic that could be spread out over 
two sessions. It would have been valuable to have seen the rich picture to the end, or at 
least as far as we could get to reveal a significant explanation/solution for the problem. 

¶ It was an overwhelming topic, but it was worth it to understand how systems work and 
the process that is needed in order for change to occur. Given the limited time, I thought 
that this session was well managed. 

 
Table 7: Ratings for Session #2 

         

QUESTIONS   
1-Poor 

(%) 2-Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

How would you rate this session overall?  0% 0% 0% 83% 17%  4.2 

How would you rate the instructors teaching 
ability?  0% 0% 33% 0% 67%  4.3 

How would you rate the written materials 
provided?  0% 0% 33% 33% 33%  4.0 

How would you rate the relevance of the 
topics?  0% 0% 0% 33% 67%  4.7 

How would you rate your engagement?  0% 0% 33% 50% 17%  3.8 

How would you rate the group discussion?  0% 0% 33% 50% 17%  3.8 

How would you rate the physical space?   17% 0% 0% 67% 17%   3.7 
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Table 8 below illustrates the ratings for Session #3, which focused on Clan and Family 
Leadership. General comments included the following: 
 

¶ Hmong men see opportunity for Hmong women, but still there is contradiction of a 
leadership role for women 

¶ Women need to be strong and receptive of Hmong culture. 

¶ Change needs to come from within. 

¶ Help yourself before others. 
 
Table 8: Ratings for Session #3 

 
General comments for Session #4 which focused on organizational leadership including 
communication and effective teamwork included the following: 
 

¶ Understanding the importance of the intention of a message versus the impact. 

¶ Learning about the different communication styles. 

¶ Identifying the key components of team effectiveness was helpful. 
 
Table 9: Ratings for Session #4 
 

QUESTIONS   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

How would you rate this session overall?  0% 0% 0% 80% 20%  4.2 

How would you rate the instructors teaching 
ability?  0% 0% 0% 90% 10%  4.1 

How would you rate the written materials 
provided?  0% 0% 30% 40% 30%  4.0 

How would you rate the relevance of the 
topics?  0% 0% 0% 40% 60%  4.6 

How would you rate your engagement?  0% 0% 10% 60% 30%  4.2 

How would you rate the group discussion?  0% 0% 10% 60% 30%  4.2 

How would you rate the physical space?   10% 10% 30% 40% 10%   3.3 

         

QUESTIONS   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

How would you rate this session overall?  0% 0% 25% 75% 0%  3.8 

How would you rate the instructors teaching 
ability?  0% 0% 38% 63% 0%  3.6 

How would you rate the written materials 
provided?  0% 13% 25% 63% 0%  3.5 

How would you rate the relevance of the topics?  0% 0% 0% 63% 38%  4.4 

How would you rate your engagement?  0% 0% 50% 50% 0%  3.5 

How would you rate the group discussion?  0% 0% 38% 63% 0%  3.6 

How would you rate the physical space?   0% 13% 38% 38% 13%   3.5 
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Ratings for Session #5 are described below. In this session, the women discussed power and 
authority as it relates to leadership. General learning from the session included: 
 

¶ Power is neither negative nor positive; we make power that way. 

¶ Be mindful of all perspectives and how that influences power. 

¶ Power is defined differently based on whose perceiving power. 
 
During this session, the participants also discussed the strengths finder assessment they took. 
Overall, participants were quite pleased with the session because it allowed them time to 
discuss their strengths in smaller groups and to develop ways to managing their strengths. 
 
Table 10: Ratings for Session #5 
 

QUESTIONS   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

How would you rate this session overall?  0% 0% 0% 33% 67%  4.7 

How would you rate the instructors teaching 
ability?  0% 0% 0% 33% 67%  4.7 

How would you rate the written materials 
provided?  0% 0% 0% 56% 44%  4.4 

How would you rate the relevance of the 
topics?  0% 0% 0% 11% 89%  4.9 

How would you rate your engagement?  0% 0% 11% 11% 78%  4.7 

How would you rate the group discussion?  0% 0% 11% 0% 89%  4.8 

How would you rate the physical space?   0% 0% 0% 44% 56%   4.6 

 
 
Session #6 focused on managing conflict. Participants discussed different models of conflict and 
identified their conflict management style. Overall, the participants described their time in this 
ǎŜǎǎƛƻƴ ŀǎ άŀ ƭƻǘ ƻŦ Ŧǳƴέ ǘƻ ŜȄǇƭƻǊŜ ŎƻƴŦƭƛŎǘ ǎŎŜƴŀǊƛƻǎ ŀƴŘ role play managing conflict.  
 
Table 11: Ratings for Session #6 
 

QUESTIONS   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

How would you rate this session overall?  0% 0% 0% 33% 67%  4.7 

How would you rate the instructors teaching 
ability?  0% 0% 0% 33% 67%  4.7 

How would you rate the written materials 
provided?  0% 0% 0% 50% 50%  4.5 

How would you rate the relevance of the 
topics?  0% 0% 0% 17% 83%  4.8 

How would you rate your engagement?  0% 0% 0% 17% 83%  4.8 

How would you rate the group discussion?  0% 0% 0% 17% 83%  4.8 

How would you rate the physical space?   0% 17% 33% 17% 33%   3.7 
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Session #7 focused on the community and the forms of leadership needed to engage a 
community. General comments about this session included the following: 
 

¶ Our actions affect all [those] connected to our community 

¶ Be mindful of how change affects different communities. After hearing from other 
groups, I have a better idea of how to conduct my focus groups. 

¶ Decision making tips, dialogue w/in community, ways to manage when in conflict 

¶ Community and impact on values, ideas, and beliefs 
 
In this session, the participants also worked on their community dialogues project and shared 
with one another the progress each group was making. 
 
Table 12: Ratings for Session #7 
 

QUESTIONS   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

How would you rate this session overall?  0% 0% 0% 56% 44%  4.4 

How would you rate the instructors teaching 
ability?  0% 0% 0% 44% 56%  4.6 

How would you rate the written materials 
provided?  0% 0% 11% 22% 67%  4.6 

How would you rate the relevance of the 
topics?  0% 0% 0% 22% 78%  4.8 

How would you rate your engagement?  0% 0% 11% 11% 78%  4.7 

How would you rate the group discussion?  0% 0% 11% 11% 78%  4.7 

How would you rate the physical space?   0% 0% 0% 56% 44%   4.4 

 
 
Ratings for Session #8 were more informal as it was the last class session for participants. This 
session was spent on self-care and renewal of leaders in the leadership process. The women 
participated in a meditation exercise, discussed their experience in the leadership institute, and 
reviewed the lessons from the previous sessions. All the women in attendance felt that the 
leadership institute had changed their perspectives on leadership, made clearer the process of 
leadership, and helped them to identify what they wanted out of their own lives. Participants 
noted the following: 
 
It was through this institute that I now know what I need to do. I know that I want to serve as a 

mentor and help the kids who are not able to help themselves. I have the ability to make the 
change, ŀƴŘ ƛŦ ǘƘŜȅ ŎŀƴΩǘΣ L Ŏŀƴ ŀǘ ƭŜŀǎǘ ƘŜƭǇ ǘƘŜƳ ǘƻ ǊŜŀƭƛȊŜ ǘƘŜ ŎƘŀƴƎŜǎ ǘƘŜȅ Ŏŀƴ ƳŀƪŜ. 

 
LΩǾŜ ŀƭǊŜŀŘȅ ǳǎŜŘ ǘƘŜ ǘƘƛƴƎǎ L ƭŜŀǊƴŜŘ ŦǊƻƳ ǘƘŜ ƛƴǎǘƛǘǳǘŜ ŀƴŘ L ŦŜŜƭ ǘƘŀǘ L ŀƳ ŀ ōŜǘǘŜǊ ǇŜǊǎƻƴ ŀƴŘ 
leader because of it. Like, the time we did the communication cup activity ς I took that activity 
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and presented it to a group and led them through the same activity. I went outside of my norms 
to do this and it was great.



Ratings of Session Questions 
It was important for HWAT to gauge over time the perceptions of the women. Thus, the 
following charts illustrate an overall rating for the session questions. There were no 
comparisons made between sessions; rather this type of data helps HWAT to understand over 
time how sessions were viewed as it related to specific questions. As indicated, each session 
ƻǾŜǊ ǘƛƳŜ ǊŜǾŜŀƭǎ ŀ ŎƻƴǎƛǎǘŜƴǘ άDƻƻŘέ ǘƻ ά9ȄŎŜƭƭŜƴǘέ ǊŀǘƛƴƎΦ DŜƴŜǊŀƭƭȅΣ ƻǾŜǊŀƭƭ ǎŜǎǎƛƻƴ ǊŀǘƛƴƎǎ 
ό¢ŀōƭŜ моύ ǿŜǊŜ ŀ пΦоΣ ǿƘƛŎƘ ƛǎ ŀ άƎƻƻŘέ ǊŀǘƛƴƎΦ 
 

Table 13: Rating for Session Overall 
 
 
The table below demonstrates the teaching ability of the instructors. HWAT utilized one lead 
facilitator and two co-facilitators. The consultant acted as the lead facilitator and two co-
facilitators were chosen from Cohort 1 to help the lead facilitator. The facilitators participated 
in two half day facilitation training and met with the lead facilitator throughout the program to 
ensure that the materials and lesson plans were appropriately delivered. 
 
Table 14: Rating for Instructor Teaching Ability 
 

Q2: How would you 
rate the instructors 
teaching ability?              

              

SESSIONS 
1-

Poor 
2-

Fair 
3-

Neutral 
4-

Good 
5-

Excellent   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

Session 1 0 0 0 1 9  0% 0% 0% 10% 90%  4.9 

Session 2 0 0 2 0 4  0% 0% 33% 0% 67%  4.3 

Session 3 0 0 3 5 0  0% 0% 38% 63% 0%  3.6 

Session 4 0 0 0 9 1  0% 0% 0% 90% 10%  4.1 

Session 5 0 0 0 3 6  0% 0% 0% 33% 67%  4.7 

Session 6 0 0 0 2 4  0% 0% 0% 33% 67%  4.7 

Session 7 0 0 0 4 5  0% 0% 0% 44% 56%  4.6 

              

          Average Total  4.4 

Q1: How would you 
rate this session 
overall?              

              

QUESTIONS 
1-

Poor 
2-

Fair 
3-

Neutral 
4-

Good 
5-

Excellent   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

Session 1 0 0 0 7 3  0% 0% 0% 70% 30%  4.3 

Session 2 0 0 0 5 1  0% 0% 0% 83% 17%  4.2 

Session 3 0 0 2 6 0  0% 0% 25% 75% 0%  3.8 

Session 4 0 0 0 8 2  0% 0% 0% 80% 20%  4.2 

Session 5 0 0 0 3 6  0% 0% 0% 33% 67%  4.7 

Session 6 0 0 0 2 4  0% 0% 0% 33% 67%  4.7 

Session 7 0 0 0 5 4  0% 0% 0% 56% 44%  4.4 

              

          Average Total  4.3 
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Table 15 below speaks to the written materials provided to participants. All participants receive 
a curriculum with eight separate sessions. Each session focused on a topic that was designed to 
meet the overall objectives of the four levels of social change: personal, family/clan, 
organization, and community. Comments from the participants indicated that they would like 
to see a reference list and supplemental materials to the curriculum.  After the midterm 
evaluation, supplemental materials were given to the participants. Given the ratings provided 
below, participants felt the materials were adequate for their learning. 
 
Table 15: Rating for Written Materials Provided 

 
Table 16 looks at the rating ŦƻǊ ǊŜƭŜǾŀƴŎŜ ƻŦ ǘƘŜ ǘƻǇƛŎ ǘƻ ǘƘŜ ǿƻƳŜƴΩǎ ƭŜŀŘŜǊǎƘƛǇΦ !ǎ ƛƴŘƛŎŀǘŜŘΣ 
the ratings were quite high. An informal conversation at the end of each session about the 
ǊŜƭŜǾŀƴŎŜ ƻŦ ǘƻǇƛŎǎ ǘƻ ǘƘŜ ǿƻƳŜƴΩǎ ƭŜŀŘŜǊǎƘƛǇ ŀƭǎƻ ǇƻƛƴǘŜŘ ǘƻ ǘƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ ǘƻǇƛŎǎ ǎǳŎƘ ŀǎ 
communication, decision-making, conflict management, authentic leadership and others. 
 
Table 16: Rating for Relevance of Topics 

 
 

Q3: How would you 
rate the written 
materials provided?              

              

SESSIONS 
1-

Poor 
2-

Fair 
3-

Neutral 
4-

Good 
5-

Excellent   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

Session 1 0 0 0 1 9  0% 0% 0% 10% 90%  4.9 

Session 2 0 0 2 2 2  0% 0% 33% 33% 33%  4.0 

Session 3 0 1 2 5 0  0% 13% 25% 63% 0%  3.5 

Session 4 0 0 3 4 3  0% 0% 30% 40% 30%  4.0 

Session 5 0 0 0 5 4  0% 0% 0% 56% 44%  4.4 

Session 6 0 0 0 3 3  0% 0% 0% 50% 50%  4.5 

Session 7 0 0 1 2 6  0% 0% 11% 22% 67%  4.6 

              

          Average Total  4.3 

Q4: How would you 
rate the relevance of 
the topics?              

              

SESSIONS 
1-

Poor 
2-

Fair 
3-

Neutral 
4-

Good 
5-

Excellent   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

Session 1 0 0 0 1 9  0% 0% 0% 10% 90%  4.9 

Session 2 0 0 0 2 4  0% 0% 0% 33% 67%  4.7 

Session 3 0 0 0 5 3  0% 0% 0% 63% 38%  4.4 

Session 4 0 0 0 4 6  0% 0% 0% 40% 60%  4.6 

Session 5 0 0 0 1 8  0% 0% 0% 11% 89%  4.9 

Session 6 0 0 0 1 5  0% 0% 0% 17% 83%  4.8 

Session 7 0 0 0 2 7  0% 0% 0% 22% 78%  4.8 

              

          Average Total  4.7 
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The table below illustrates the rating for the engagement of participants throughout the 
session. Each session was a combination of lecture, peer learning, large and small group 
discussion, and hands-on activities.  
 
Table 17: Rating of Engagement 

Q5: How would you 
rate your engagement?              

              

SESSIONS 
1-

Poor 
2-

Fair 
3-

Neutral 
4-

Good 
5-

Excellent   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

Session 1 0 0 1 6 3  0% 0% 10% 60% 30%  4.2 

Session 2 0 0 2 3 1  0% 0% 33% 50% 17%  3.8 

Session 3 0 0 4 4 0  0% 0% 50% 50% 0%  3.5 

Session 4 0 0 1 6 3  0% 0% 10% 60% 30%  4.2 

Session 5 0 0 1 1 7  0% 0% 11% 11% 78%  4.7 

Session 6 0 0 0 1 5  0% 0% 0% 17% 83%  4.8 

Session 7 0 0 1 1 7  0% 0% 11% 11% 78%  4.7 

              

          Average Total  4.3 

 
 
Table 18 below demonstrates the ratings ŦƻǊ ǘƘŜ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǇŜǊŎŜǇǘƛƻƴǎ ƻŦ ƎǊƻǳǇ ŘƛǎŎǳǎǎƛƻƴ 
ƻǾŜǊ ǘƛƳŜΦ DŜƴŜǊŀƭƭȅΣ ƎǊƻǳǇ ŘƛǎŎǳǎǎƛƻƴǎ ǿŜǊŜ ƛƴ ǘƘŜ άDƻƻŘέ ǘƻ ά9ȄŎŜƭƭŜƴǘέ ǊŀƴƎŜΦ /ƻƳƳŜƴǘǎ 
from the participants regarding more time to speak in groups and more time for peer learning 
had a factor in lower scores. However, in general, the scores for this question were rated at a 
άDƻƻŘέ ǘƻ ά9ȄŎŜƭƭŜƴǘΦέ 
 
Table 18: Rating for Group Discussion 
 

Q6: How would you 
rate the group 
discussion?              

              

SESSIONS 
1-

Poor 
2-

Fair 
3-

Neutral 
4-

Good 
5-

Excellent   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

Session 1 0 0 1 3 6  0% 0% 10% 30% 60%  4.5 

Session 2 0 0 2 3 1  0% 0% 33% 50% 17%  3.8 

Session 3 0 0 3 5 0  0% 0% 38% 63% 0%  3.6 

Session 4 0 0 1 6 3  0% 0% 10% 60% 30%  4.2 

Session 5 0 0 1 0 8  0% 0% 11% 0% 89%  4.8 

Session 6 0 0 0 1 5  0% 0% 0% 17% 83%  4.8 

Session 7 0 0 1 1 7  0% 0% 11% 11% 78%  4.7 

              

          Average Total  4.3 
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One of the challenges faced in the leadership institute was to secure a consistent and adequate 
space for learning. The challenges included ensuring that the space was large enough for small 
and large group conversations and activities, that there was technology equipment available, 
and that space was accessible to all participants.  
 
Table 19: Rating for Physical Space 

Q7: How would you 
rate the physical 
space?              

              

SESSIONS 
1-

Poor 
2-

Fair 
3-

Neutral 
4-

Good 
5-

Excellent   
1-Poor 

(%) 
2-

Fair(%) 
3-

Neutral(%) 
4-

Good(%) 
5-

Excellent(%)   
Average 
Rating 

Session 1 0 0 2 5 3   0% 0% 20% 50% 30%   4.1 

Session 2 1 0 0 4 1   17% 0% 0% 67% 17%   3.7 

Session 3 0 1 3 3 1   0% 13% 38% 38% 13%   3.5 

Session 4 1 1 3 4 1   10% 10% 30% 40% 10%   3.3 

Session 5 0 0 0 4 5   0% 0% 0% 44% 56%   4.6 

Session 6 0 1 2 1 2   0% 17% 33% 17% 33%   3.7 

Session 7 0 0 0 5 4   0% 0% 0% 56% 44%   4.4 

              

          Average Total  3.9 

Learning Opportunities and Workshops  
Based on the evaluations from the first cohort in 2007, participants noted the importance of 
additional learning opportunities outside of the training sessions. Thus, in 2008, HWAT decided 
to partner with organizations in the Twin Cities to provide additional learning. The agency was 
able to partner with Wilder Foundation and Leadership Paradigms, Inc. to develop a social 
change workshop for community members. 
 
Leadership Paradigms sent out a survey on Survey Monkey to approximately 75 individuals 
about their thoughts related to social change work in the Hmong community. The agency 
received 23 responses a 30% response rate to the survey. The questions asked were: 
 

1. What do you see as personal strengths and barriers to building and maintaining your 
leadership skills in the Hmong community? 

2. What, in your opinion, are the most pressing issues regarding gender in the Hmong 
community? 

3. What tools and/or strategies would you like to see or learn about in a leadership 
workshop on promoting social change within the Hmong community? 

4. What topics would you like to see addressed in social change and leadership workshops 
with the Hmong community? 

 
¢ƘŜ ǿƻǊƪǎƘƻǇ ǿŀǎ ƻǇŜƴ ǘƻ I²!¢Ωǎ Ǉŀǎǘ ǇŀǊǘƛŎƛǇŀƴǘǎ ŀǎ ǿŜƭƭ ŀǎ ǇŀǊǘƛŎƛǇŀƴǘǎ ƻŦ ²ƛƭŘŜǊΩǎ 
programs. Of the 10 participants in the cohort, four women attended the workshop held in 
September 2008. Overall, approximately 40 participants (Hmong and Non-Hmong) were 
registered and attended the event. The evaluations for the event from those who filled out 



21 | P a g e 

 

evaluations are noted below and examples of the handouts developed for the workshop are 
attached in the appendix section. 
 
 
 

 Very 

Dissatisfied 

Dissatisfied Neither 

satisfied 

nor 

dissatisfied 

Satisfied Very 

Satisfied 

The material covered in the workshop: 

 

1 2 3 4-(4) 5-(21) 

The usefulness of the exercises and social 

change plan worksheet: 

 

1 2 3-(1) 4-(9) 5-(14)  

The amount of time allowed for audience 

participation and discussion: 

 

1 2-(1) 3-(6) 4-(10)  5-(8)  

The extent to which you can apply the 

information presented to your work: 

 

1-(1) 2 3-(3) 4-(9)  5-(13) 

The presentersô knowledge and ability: 

 

1 2 3 4-(2) 5-(24)  

The overall value and usefulness of this 

workshop to you: 

1 2 3 4-(8) 5-(17)  

 
In addition to the social change workshop, the women were invited to participate in the 
ǉǳŀǊǘŜǊƭȅ IƳƻƴƎ ²ƻƳŜƴΩǎ {ǇŜŀƪŜǊǎ {ŜǊƛŜǎ ƘŜƭŘ ōȅ I²!¢Φ ¢ƘŜǎŜ ŜǾŜƴǘǎ ǿŜǊŜ ŀǘ ƴƻ Ŏƻǎǘ ǘƻ ǘƘŜ 
participants; comments received by them indicated their appreciation for the learning and 
networking experience. 

Overall Key Learning  
The data gathered revealed the following key learning from the 2008 Hmong Women 
Leadership Institute: 
 

1. Provide ample time for peer learning and socializing. 
2. Supplement the information learned in the sessions with outside resources. 
3. Allow for time to debrief previous sessions. 

Time Allotted for Peer Learning and Socializing  
Participants noted that the most positive aspect of the institute was the times they learned 
from each other. Several times throughout the session, they noted the importance of peer 
learning and socializing outside of the sessions. And, in fact, many of the participants continued 
their conversations from the sessions outside of the session times; for example, meeting right 
after the sessions at a coffee shop, finding times to meet for lunch or dinner with one another. 
 
Regarding this key learning from the data, the following are quotes from the participants 
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I would really like more time with the others. I learn so much from their experience and what 
they share with me. The time in the beginning of the sessions for check-in is helpful because we 
get to know each other and what shaped us. 
 
The mentoring sessions are going well because they help us to share with one another and learn 
ŦǊƻƳ ƻǳǊ ƳŜƴǘƻǊΦ LǘΩǎ ŀ ǎƳŀƭƭŜǊ ƎǊƻǳǇ ǘƻ ǊŜŀƭƭȅ ƎŜǘ ǘƻ ƪƴƻǿ ƻƴŜ another. 
 
¢ƘŜ ŦƛǊǎǘ Řŀȅ ƻŦ ƻǊƛŜƴǘŀǘƛƻƴ ǿŀǎ ƎǊŜŀǘ ōŜŎŀǳǎŜ ǿŜ ǊŜŀƭƭȅ ǎǇŜƴǘ ǘƛƳŜ ǘƻ ƘŜŀǊ ŀōƻǳǘ ŜŀŎƘ ƻǘƘŜǊΩǎ 
lives. It was powerful. 
 
The activities we share with one another in the sessions are good. Like the time we shared our 
internal compass. We got to leaǊƴ ŀōƻǳǘ ŜŀŎƘ ƻǘƘŜǊǎΩ ǎǘǊŜƴƎǘƘǎ ŀƴŘ ǿƘŀǘ ǿŜ ǿŀƴǘ ǘƻ ŀŎƘƛŜǾŜ 
for ourselves. 

Supplement Materials in Sessions with Outside Resources  
Participants noted that they would like to see the curriculum supplemented with materials such 
as magazine articles, guest speakers, field trips or site visits, and other literature that speaks to 
the topic. Many of them expressed their commitment to the leadership institute and the need 
to expand their learning outside of the classroom; they would not be opposed to reading more 
materials.  
 
The participants were appreciative that the Hmong Women Speaker Series, developed by the 
agency and held on a quarterly basis, was available to all the participants for free. For them, it 
was an opportunity to discuss and learn about Hmong woƳŜƴΩǎ ƛǎǎǳŜǎ ƻǳǘǎƛŘŜ ƻŦ ǘƘŜ ŎƭŀǎǎǊƻƻƳ 
setting. 
 
Additionally, those who were able to attend a Social Change Workshop developed by HWAT 
and Wilder Foundation in the fall of 2008 felt that workshop provided them with more tools to 
think about social change issues. 

Time to Debrief Previous Sessions  
A common theme prevalent among the participants was the need to ensure that everyone had 
the opportunity to debrief all the information provided over time. The participants felt that 
there was so much information to cover and not enough time to cover and discuss all topics 
fully. They felt that if there was an opportunity to debrief the information, there would be 
deeper knowledge and understanding of the materials. The following are comments related to 
this theme. 
 
Review of last session and highlights of the session ς everyone has a voice to speak and share 
their thoughts and move structure. 
 
Time for reflection at end and at the beginning of each session would be good. 
 
It would be good if we had more time to focus on the topics and get into them in-depth. 
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aƻǊŜ ǘƛƳŜ ǘƻ ŘŜōǊƛŜŦ ǿƻǳƭŘ ŀƭƭƻǿ ǳǎ ǘƻ ǎŜŜ ƛŦ ǘƘŜǊŜΩǎ ōŜŜƴ ŀƴȅ ŎƘŀƴƎŜ ƻǊ ƛŘŜŀǎ ǎƛƴŎŜ ǘƘŜ ƭŀǎǘ 
time we all met. 

Tentative Plans for the Hmong Women Leadership Institute  
Based on the comments and suggestions of the participants, there are a few steps that HWAT 
will take to ensure for a successful third year. 
 
First, HWAT has plans to continue the leadership institute. The comments from the women 
about the amount of change they have seen within their own lives because of the institute 
ōǳƛƭŘǎ ǳǇƻƴ I²!¢Ωǎ ŎƻǊŜ ǇǊƻƎǊŀƳƳŀǘƛŎ ŀǊŜŀǎ ŀǎ ǿŜƭƭ ǊŜƛƴŦƻǊŎŜǎ ǘƘŜ ƴŜŜŘ ŦƻǊ ŀ ƭŜŀŘŜǊǎƘƛǇ 
institute for Hmong women. In particular, a program and/or service that allows women to be 
themselves. 
 
Second, HWAT has plans to improve the leadership institute by seeking more institutional and 
ƛƴŘƛǾƛŘǳŀƭ ǎǳǇǇƻǊǘ ŦƻǊ ǘƘŜ ƛƴǎǘƛǘǳǘŜΩǎ ƻǇŜǊŀǘƛƻƴǎΦ Lƴ ŀŘŘƛǘƛƻƴΣ ǘƘŜ ŀƎŜƴŎȅ ǎŜŜƪǎ ǘƻ ŜȄǇŀƴŘ ǘƘŜ 
institute to include Hmong girls and Hmong college women. In fact, HWAT is in the beginning 
processes of conversations with a Hmong girls group (the Hmong Women Circle) and the 
bȄǘƘŀƛǎ IƳƻƻō όIƳƻƴƎ /ƻƭƭŜƎŜ ²ƻƳŜƴύ ƎǊƻǳǇ ƻŦ {ǘΦ YŀǘŜΩǎ ŀōƻǳǘ ŘŜǾŜƭƻǇƛƴƎ ŀ ƭŜŀŘŜǊǎƘƛǇ 
program for those populations. 
 
Third, HWAT has plans to develop clear and consistent key messages about their perceptions of 
leadership and a leadership philosophy. This philosophy will serve as a guiding principle to how 
the agency thinks about its work in leadership development. 
 
Finally, HWAT has a commitment to seeking long-term funding and financial stability for the 
ŀƎŜƴŎȅ ŀǊƻǳƴŘ ƭŜŀŘŜǊǎƘƛǇ ŘŜǾŜƭƻǇƳŜƴǘ ǇǊƻƎǊŀƳƳƛƴƎ ŀƴŘ ǎŜǊǾƛŎŜǎΦ Lǘ ƛǎ ǘƘŜ ŀƎŜƴŎȅΩǎ ƛƴǘŜƴǘƛƻƴ 
to improve the leadership capacity of Hmong women and to equip them with the skills and 
style needed for effective social change. 

Recommendation s for the Future of the Hmong Women Leadership 
Institute  
Based on the information gathered from Cohorts 1 and 2 in the past two years and the 
management of the institute by Leadership Paradigms, the following are recommendations for 
HWAT to improving the sustainability and accessibility of the institute. 
 

Recommendation #1: Maintain a Small Group Size  
Maintain the small group size of the cohorts. No more than 12 individuals should participate at 
a time in the cohort. Based on the individual interviews and group conversations with both 
cohorts, it is important to keep the group small and intimate for safe and comfortable 
dialogues.  
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Recommendation #2: Continue to Develop and Define Program Components  
Further define and develop the program components outlined in the program logic model. In 
particular, the following should be focused on: 

1. Pre-Assessments: Keep the Strengths Finder Assessment, but incorporate the 
assessment more fully into all sessions. The assessment was discussed periodically 
throughout the sessions, but more growth benefits for the participants can come about 
with detailed strengths finder development plans that carry throughout the session. 

2. Curriculum: Supplement the curriculum materials with outside resources and 
information that speak to the topics outlined. For example, in the session on conflict 
management, bringing in an assessment tool on conflict management.  

3. Training: Restructure the institute from a six month program to a nine month program 
that includes one or two sessions a month (2-3 hours each) and one 6 hour training a 
month. Allow for time to debrief and journaling of experiences/reflection of sessions. 

4. Mentoring: Improve on the mentoring process by defining the key components of 
mentoring important for the institute participants. Work to ensure that all mentors are 
ƳŜŜǘƛƴƎ ǿƛǘƘ ǘƘŜƛǊ ƳŜƴǘŜŜǎ ƻƴ ŀ ǘƛƳŜƭȅ ōŀǎƛǎΦ ¢Ƙƛǎ ƛǎ ƛƴ ǊŜǎǇƻƴǎŜ ǘƻ ǎƻƳŜ ƳŜƴǘŜŜǎΩ 
comments that mentors were unavailable for meetings based on scheduling conflicts. 
Additionally, have all mentors meet with participants early on in the program and HWAT 
should host a midterm social session for all mentors and mentees to get together. 

5.  Peer Learning: Develop and define the outcomes for the peer learning events. Although 
participants took time to share and learn from one another, it is important to outline 
the specific outcomes of each peer learning session, including pairing up the peer 
learners appropriately. Additionally, this year the agency experimented with a HWAT 
Leadership Blog, but due to timing constraints and capacity of the staff, the blog was not 
updated as planned and not used fully. The blog serves as a tool for peer learning and 
reflection in between the sessions and participants noted that they would use it if there 
was consistency to visiting the blog. 

6. Partnerships: Develop and define this component of the institute so to track the 
learning of participants outside of the institute. 

7. Community Dialogues Project: Continue to refine the purpose and project goals for a 
community dialogues project. For example, structuring the dialogues project into a full 
nine month project, rather than a couple of months. This would allow for ample time to 
work on the project and collect data. 

8. Evaluation: Continue to evaluate the activities of the institute in multiple ways and 
forms. Develop a mechanism for evaluating long-term impact of the institute. 

9. Alumni Services: Develop and define the services provided to past participants. Ensure 
ǘƘŀǘ ǘƘŜǎŜ ǎŜǊǾƛŎŜǎ ŀƴŘ ǇǊƻƎǊŀƳǎ ƻŦŦŜǊŜŘ ŀǊŜ ŀƭƛƎƴŜŘ ǿƛǘƘ ǘƘŜ ŀƎŜƴŎȅΩǎ Ƴƛǎǎƛƻƴ ǘƻ 
continue leadership support for its clients. 

2ÅÃÏÍÍÅÎÄÁÔÉÏÎ Πσȡ ,ÁÎÇÕÁÇÅ 5ÓÁÇÅ ÏÆ Ȱ0ÁÒÔÉÃÉÐÁÎÔÓȱ 
Based on the above program changes, it is recommended that HWAT think about changing the 
ƭŀƴƎǳŀƎŜ ƻŦ άǇŀǊǘƛŎƛǇŀƴǘǎέ ǘƻ άŦŜƭƭƻǿǎέ ǘƻ ŀǇǇǊƻǇǊƛŀǘŜƭȅ ŎƻƴǾŜȅ ǘƘŜ ǿƻǊƪ ƛƴǾƻƭǾŜŘ ŀnd the 
commitment needed to participate in the leadership institute. The participants commented 
that they would be willing to spend the time and the resources necessary to invest in their own 
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development. A fellowship program would engage them in deeper conversations, more 
networking and relationship building with others outside of the institute, and more 
intentionality in how they look at leadership. Additionally, the participants could receive a 
certificate for time spent in the leadership institute, possibly obtaining CEU credits or 
educational credits. 

2ÅÃÏÍÍÅÎÄÁÔÉÏÎ Πτȡ #ÌÏÓÅÒ !ÌÉÇÎÍÅÎÔ ÏÆ ,ÅÁÄÅÒÓÈÉÐ )ÎÓÔÉÔÕÔÅ ×ÉÔÈ (7!4ȭÓ -ÉÓÓÉÏÎȟ 
Vision and Philosophy  
It is important for the success of any leadership institute to have a strong alignment with the 
ŀƎŜƴŎȅΩǎ ƳƛǎǎƛƻƴΣ Ǿƛǎƛƻƴ ŀƴŘ ǇƘƛƭƻǎƻǇƘȅΦ ¢Ƙǳǎ ŦŀǊΣ ǘƘŜ ƭŜŀŘŜǊǎƘƛǇ ƛƴǎǘƛǘǳǘŜ Ƙŀǎ ōŜŜƴ ŘŜǎƛƎƴŜŘ ǘƻ 
ōŜ ŀƭƛƎƴŜŘ ǿƛǘƘ ǘƘŜ ŀƎŜƴŎȅΩǎ ƎƻŀƭǎΣ ȅŜǘ ǘƘŜǊŜ ƛǎ ƳƻǊŜ ǿƻǊƪ ǘƻ ōŜ ŎƻƳǇƭŜǘŜŘ ƛƴ ǘƘƛǎ ŀǊŜŀΦ CƛǊǎǘΣ 
the agency must define clearly its leadership philosophy and how it would like the leadership 
institute to emulate these principles. Secondly, the board of directors should review the 
outcomes of the leadership institute and whether the outcomes developed are consistent with 
the philosophy and social change it would like for the women participants to achieve. Finally, 
the board of directors should discuss its vision for the long term sustainability of the institute. 

Recommendation #5: Social Change Component  
Because HWAT has a large social change component to its work, it is important that the agency 
articulate its social change theory and how this permeates into the leadership institute. At this 
time, the leadership institute has a change theory that is based on a systems theory model, but 
this can be adapted if the board of directors articulate a different theory of change. 

Recommendation #6: Recruitment Process  
Based on the two years of experience recruiting for the leadership institute, it is important that 
I²!¢ ƘƻƭŘ άLƴŦƻǊƳŀǘƛƻƴ {Ŝǎǎƛƻƴǎέ ŀǘ ƭƻŎŀƭ IƳƻƴƎ ŀƎŜƴŎƛŜǎ ǘƻ provide information and an 
overview of the institute. This would allow for more one to one conversations (which the data 
indicates is more effective in recruitment) with the community about the leadership institute.  

Recommendation #7: Facilitator Guides a nd Co-Facilitation  
This year, the agency experimented with bringing on additional co-facilitators for the training 
sessions. This was to engage past participants of the leadership institute in continued 
leadership development and to relieve the lead facilitator to focus on other program 
components. The participants indicated that the co-facilitation worked well for them; the 
facilitators also spoke that the process worked well for them and that it challenged them to 
explore the issues of leadership more deeply. For the future, it would important to have a 
facilitation guide for each session as well as a full day of facilitation training, with one midterm 
facilitation session to assess how the sessions and training are running. 

Recommendation #8: Additional L earning and Workshop Opportunities  
HWAT explored providing additional workshops and opportunities for learning with the current 
participants. It is recommended that the agency continue to explore ways to partner with other 
agencies to provide additional learning and networking opportunities. These events were noted 
by the participants as very beneficial to their leadership development. 
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Appendix A: Consulting Firm  
 

Mai Moua, Ph.D., is the founder and president of Leadership Paradigms, Inc., a consulting firm 
which specializes in leadership and organizational development and training. She is Hmong-
American and came to the United States in 1979 as a refugee from Thailand.  
 
Dr. Moua received her doctorate degree in leadership studies from Gonzaga University in 
Spokane, Washington. She has presented her research and conducted workshops on leadership 
and organizational effectiveness to an internationally diverse audience consisting of leadership 
scholars and academics, executives and directors, practitioners, and students on a national and 
international level including the Middle East, Europe, and Canada. 
 
IŜǊ ǿƻǊƪ ƛǎ ƛƴ ǘƘŜ ŀǊŜŀǎ ƻŦ ŎǊƻǎǎ ŎǳƭǘǳǊŀƭ ƭŜŀŘŜǊǎƘƛǇΣ ǿƻƳŜƴΩǎ ƭŜŀŘŜǊǎƘƛǇΣ leadership 
development ς especially in communities of color, cultural competency and intelligence, and 
nonprofit and public management and leadership. She currently serves as adjunct faculty at the 
University of MN Humphrey Institute, Concordia University, and the College of St. Scholastica, 
where she teaches graduate level courses in public and nonprofit management and leadership 
and management communication. 
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Appendix B: Conceptual Framework  
 

Conceptual Framework: Social Change and Systems The ory  
 
The conceptual framework for the foundation of the Hmong Womenôs Leadership Institute is the theory of systems and social change. In these theoretical 

concepts, the individual (observer) constructs his/her world through what he/she perceives. This perception shapes his/her interactions, beliefs, and assumptions; 

therefore it is the individual that can change his/her reality. 

 

In this program, Hmong women learn that they are the catalyst for change ï simply by acknowledging their own role in shaping Hmong cultural norms. This 

diagram below demonstrates how information is transformed into meaning for Hmong women. 

 

 

 

 

 

                  

                  

                  

       

                                 

               
 
 
 
 
 
 
 

Curriculum Topics  

Adapted from: Campbell, D., Coldicott, T., Kinsella, K. (1994). Systemic work with organizations. London: Karnac Books 

Personal Reflection 
and Systems 

Family or Clan 
Reflection and Systems 

Organizational 
Reflection and Systems 

Community Reflection 
and Systems 

Observer 

High 

Family & Clan 

Hmong Community 

Larger 
Community 

Personal/Self  

Low 

I will respond 
to my situation 
based on the 
meanings Iôve 
made about 

these contexts 
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Cohorts:  Two cohorts of 15 women 

Program Length: 6 months 

Session Lengths:  3 hours 

# Of Sessions:  10 sessions 

 

 

 

 

 

 

 

 

 

 

 

ME 

Personal Leadership 

TOPICS: Authenticity, Personal Values, Personal Leadership, 
Motivation, Purpose for Leading, Leadership Calling, Models of 

Leading (Hmong and Western) 

Clan/Family Leadership 

TOPICS: Clan systems, Womenôs Influence in Clans, 
Role of Women in Family Relations, Leading Families 

Community Leadership 

TOPICS: Community leadership, systems theory, change 
management and implementation, social change strategies, 

network strategies and collaborations 

Organization Leadership 

TOPICS: Hmong womenôs roles in organizations, Decision-
making, Conflict management, Communication, Power, 

Teambuilding, Womenôs leadership 

Long-Term Outcomes 
 

1. Hmong women recognize their full 
potential, value, and status as members of 

the Hmong community (personal 

leadership); 
2. Hmong women are able to build capacity 

to improving their lives and the lives of 

their families (family leadership); 
3. Hmong women contribute to the growth 

and well being of Hmong society 

(organizational leadership); and 
4. Hmong women demonstrate abilities to 

create strategies for action that help to 
eliminate systemic institutions of 

oppression (community leadership). 

 



 

Appendix C: Program Logic Model  
 

 
Inputs  

 

  
Outputs  

  
Outcomes -Impact  

 

 

  

Activities 

 

Participation 

  

Short-Term 

 

Medium Term 

 

Long Term 

 

 

       

Resources or 

Investments 

 

 What we doé Who we 

reaché 

 Results in  

Short-term 

Results in  

Medium Term 

Ultimate 

impacté 

 

Staff 

Volunteers 

Time 

Money 

Research 

Materials  

Equipment 

Technology 

Partnerships 

Participants 

 

 

 

 

 ASSESSMENT: Assess womenôs 
knowledge and strengths regarding 
leadership; provide assessment tools for 

them to continue learning about 

leadership and social change. 
 

A total of 30 

Hmong women in 

two cohorts. The 

two cohorts will 

consists of the 

following 

participants: 

 

College age 

women (18 to 21 

years) 

 

Young and 

emergent 

professionals (21 

to 29 years) 

 

Seasoned 

professionals (30 

plus years) 

 

 ASSESSMENT: Participants are 

able to assess their leadership and 
management on four systemic levels: 

personal, family, organizational, and 

community. 

Self-reflection and self-

evaluation of values,  potential, 
and status; these items are 

integrated into Hmong 

womenôs daily lives (personal 
and professional) 

1. Personal Systems 

Change: Hmong 
women recognize 

their full 

potential, value, 
and status as 

members of the 

Hmong 
community.  

 

2. Family/Clan 
Systems Change: 

Hmong women 
are able to build 

capacity to 

improving their 
lives and the lives 

of their families. 

 
3. Organizational 

Systems Change: 

Hmong women 
contribute to the 

growth and well 

being of Hmong 
society. 

4. Community 

Systems Change: 
Hmong women 

demonstrate 

abilities to create 
strategies for 

action that help to 

eliminate 
systemic 

institutions of 

oppression. 

CURRICULUM: Develop a 

culturally appropriate curriculum 

focusing on social change, culture and 

leadership 

 

CURRICULUM: Participants are 

able to utilize the knowledge gained 

from curriculum materials and exercises 

and apply these items to their work. 

TRAINING: Provide training 

sessions every three weeks for 

participants; homework assignments in 
between sessions.  

 

TRAINING: Offers new ideas and 

practices for participants in the four 

systemic areas of change.  

Increase the presence of 

Hmong women leaders and 
their potential to lead 

personally, in organizations, 

and communities 

MENTORING or COACHING: 
Assign a mentor/coach to provide group 
mentoring/coaching 

MENTORING or COACHING: 
Experience to be mentored and to learn 
from a knowledgeable source/referral. 

Hmong women build support 

networks and collaborative 
systems that work to address 

social change issues. 
PEER LEARNING: Provide 

opportunities/events for peers to learn 

from each other. 

PEER LEARNING: Opportunities 

to share information and resources. 

PARTNERSHIPS: Partner with 

participantsô organizations to ensure 

successful leadership transference on the 

job. 

PARTNERSHIPS: Participating 

organizations learn from the participantsô 

strengths and limitations. 

COMMUNITY DIALOGUES: 
Engage participants in social change 

through community action plans  

COMMUNITY DIALOGUES: 
Participants learn from community about 

key issues on topic and ways to engage 

their community. 

Hmong women are able to 
implement social change 

systems within their 

communities and organizations  

EVALUATION:  Evaluate different 

levels of learning and activities 
EVALUATION:  Appreciation for 

participant and organizational strengths 

and self-reflection. 

Hmong women reflect on their 
work and strengths in social 

change work. 



Appendix D: Program Components  
 

Hmong Women Leadership Institute  

Program Components 

 

 

 

 

 

 

 

 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CCOOMMPPOONNEENNTT  OONNEE  ïï  PPRREE--AASSSSEESSSSMMEENNTTSS  
 

1. Strengths Finder Assessment: Identify strengths of the participants 

2. Womenôs Leadership Assessment: Assesses areas for coaching and mentoring; personal 

development 

3. Leadership Self-Assessment: Assessment at personal, interpersonal, group, and community level 

 

Assessments are reviewed by the facilitators and program director to ensure the program aligns with the 

participantsô strengths and areas of improvements.  

CCOOMMPPOONNEENNTT  TTWWOO  ïï  CCUURRRRIICCUULLUUMM  

  
1. Emphasis on social change, systems framework and leadership 

 
Topic 1: 1 full day (includes 1.5 hr of orientation) 

Á Discovering the Call of Leadership 

Á Authenticity and Personal Values 

Á Defining leadership and leader 

Á Understanding different models of leadership, leading, and leader 

 

Topic 2: Creating Systems Change 

Á Understanding systems change 

Á Leadership as a tool for creating systemic change 

 

Topic 3: Clan and Family Leadership 

Á Understanding clan systems and leadership 

Á Role of Hmong womenôs leadership in family/clan relations 

 

Topic 4: Organizational Leadership 

Á Group dynamics and team building 

Á Communication 

 

Topic 5: Organizational Leadership 

Á Power, influence, authority 

Á Decision-making and conflict-management 

 

Topic 6: Community Leadership 

Á Networking and building allies/collaborators 

 

Topic 7: Community Leadership 

Á Managing and leading social change efforts and strategies 

 

Topic 8: Leadership Renewal and Sustainability 

Á Leadership sustainability 

Á Caring for the Leaderôs Soul 
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CCOOMMPPOONNEENNTT  TTHHRREEEE  ïï  TTRRAAIINNIINNGG  
 

1. Eight sessions lasting three hours each, and including one full day of training 

2. Sessions include simulation, case studies, group activities and dialogue sessions 

3. Homework assignments are given to prepare for the next session 

4. Training sessions consist of: 

Á Begin with a 15 minute check-in with the participants; a participant is asked to share a 

picture, story, quote, etc. that will set the tone for the training session and that is related to 

her personal leadership journey 

Á Pre-test assessment 

Á Review of assignments; answer questions 

Á Session topic is discussed; participants apply the exercise 

Á Speakers/guests are invited to speak at certain session topics 

Á Reflection journaling ï 5 to 7 minutes 

Á Post-test assessment 

Á Review homework assignments for next session 

 

CCOOMMPPOONNEENNTT  FFOOUURR  ïï  MMEENNTTOORRIINNGG  
 

1. Mentors are past participants from the previous yearôs program 

2. Meet with mentors 1-2 hours a month in a group setting 

Á Begin with a 15 minute check-in with the participants 

Á Discuss with mentor the menteesô progress in the program 

Á Ask mentor for advice or guidance; share with mentor ideas, issues, etc. 

Á Formal gatherings: can be up to the mentor and mentees to decide how they would like to 

proceed with the mentoring and what each would like out of the mentoring sessions 

CCOOMMPPOONNEENNTT  FFIIVVEE  ïï  PPEEEERR  LLEEAARRNNIINNGG  
 

1. Participants are paired with another person from within the cohort 

2. Peer learning is for the participants to learn from each other about their own strengths, weaknesses, 

who they are as leaders, what works for them and what doesnôt, issues or problems they need help 

with in solving, etc. 

3. Partners hold each other responsible for: 

Á Schedule time with partner to reflect on activities 

Á Ensure partners attend workshops and training 

Á Learn from each other and those in the cohort, as well as support each other 
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CCOOMMPPOONNEENNTT  SSIIXX  ïï  PPAARRTTNNEERRSSHHIIPPSS  
 

1. The institute works with the participantôs organization to ensure that learning is applied ñon the 
jobò. Participantsô organizations are contacted three times: in the beginning, in the middle, and at 

the end of the program for a formal evaluation of the participantsô learning. 

2. Assessment of the participantsô learning includes three on-line surveys and an initial assessment of 

the participantsô strengths and leadership development. 

 

CCOOMMPPOONNEENNTT  SSEEVVEENN  ïï  CCOOMMMMUUNNIITTYY  DDIIAALLOOGGUUEESS  PPRROOJJEECCTT  
 
The institute pairs up participants in groups to conduct a community dialogues project on topics of gender 

and leadership. Participants create a final product of a social change plan for their community through the 

dialogues project. Groups are given $200 each to spend on a project for the six months of their participation. 

CCOOMMPPOONNEENNTT  EEIIGGHHTT  ïï  EEVVAALLUUAATTIIOONN  
 
The institute evaluates the multiple levels of learning and activities in its programming. Assessments and 

both formal and informal evaluations are used to assist in improving the leadership institute. 

CCOOMMPPOONNEENNTT  NNIINNEE  ïï  SSUUPPPPOORRTTIINNGG  RREESSOOUURRCCEESS  &&  TTRRAAIINNIINNGG  
 
The institute provides a series of social change and leadership workshops throughout the year for 

participants, both current and past, to help build their knowledge and leadership skills in social change and 

leadership on a cross cultural level. 

CCOOMMPPOONNEENNTT  TTEENN  ïï  AALLUUMMNNII  SSEERRVVIICCEESS  
 
The institute provides continued support for its alumni. These services exist to provide a peer support 

network and to encourage participants to use each other as support systems. Services can include but are not 

limited to: informal get-togethers and meetings, training sessions, advice and guidance from mentors, etc. 
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Appendix E: Social Change Workshop Materials  
 

What is social change? 
 
Social change builds community-based responses that address underlying social problems on an individual, 
institutional, community, national and/or international level. Social change can change attitudes, behaviors, 
laws, policies and institutions to better reflect values of inclusion, fairness, diversity and opportunity. Social 
change involves a collective action of individuals who are closest to the social problems to develop solutions 
that address social issues.2 
 
Example: 
Casa de Esperanza is a Latina based organization in Saint Paul that focuses on mobilizing Latinas to end 
domestic violence and abuse. The social change it works on in changing systems of domestic violence and 
abuse in the Latino community. The systems in place can be: notions of manhood, gender, language, and 
family. 

 

What is social justice? 
 
Social justice is the distribution of benefits and how they are allocated in society. It is thought of as a society 
that affords individuals and groups fair treatment and a just share of the benefits of society. Social justice is 
often equated with the concepts of human rights and equality. Because the word justice can be vague, 
ambiguous, and subjective, individuals in a society can have different ideas of social justice and what òjustó 
means.  
 
Example: 
Economic issues, particularly the disparity between the rich and the poor can be seen as a social justice issue. 
In 2005, the top 20% of households accounted for a record 50.4% of the national income, up from 49.8% in 
2000 and 43.2% in 1970. In contrast, the bottom fifthõs share fell from 4.4% in 1970 to 3.6% in 2000 to 3.4% 
in 2005.3 This can be seen as a social justice issue because the benefits of society are allocated in an unjust 
way. 

 

What is social service? 
 
Social services are seen as organized efforts and/or services that help to improve and advance social well 
being. Social services can be providing meals, shelter, food, clothing, programs for youth and adults, health 
care, ability/disability services, language interpretation and translation and others. Social services agencies can 
provide a wide variety of services that meet the social well being of a community, region, or group of people. 
 
Example: 
Ramsey County Community Human Services Department provides many of the aforementioned services to 
the people in its county. It has several departments that deliver social services such as mental health. In this 
area, they provide individual and group therapy, medication management, consultations and evaluations, 
diagnostic assessments, and others. 

 

                                                 
2
 Definition of social change is adapted from the Fund for Southern Communities, www.fundforsouth.org 

3
 Statistic is taken from the following: http://www.socialworktoday.com/archive/marapr2007p24.shtml 
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Necessary Components to Becoming a Social Change Leader 
 

Once social change begins, it cannot be reversed. You cannot uneducate the person who has learned to 
read. You cannot humiliate the person who feels pride. You cannot oppress the people who are not afraid 

anymore. We have seen the future, and the future is ours. 
-- Cesar Chavez 

 

 
What does it mean to lead social change efforts? What does it mean to be a leader in creating social 
change?  
 
The ability to lead is vital to creating social change. Leadership is a process of which social change is 
be distributed, promoted, and expressed by leaders to multiple communities and diverse 
populations. A collective action from a collective group cannot come about if there is no unifying 
voice, vision, and/or goal. Leaders help to shape and provide a space for people to unite and reach 
towards their goals. They inspire and motivate others through their actions, behaviors, and words. 
For social change to occur within institutions, communities, or organizations, individuals would 
need to know what type of leaders they want to be in the social change process, and how their 
leadership can have an impact within these arenas. 
 
The following are key leadership components needed in social change. Use the exercise worksheet 
to help you shape and form your leadership to meet the needs of your social change efforts. 
 

1. Develop Self -Awareness and Self -Knowledge  
In the leadership process, you certainly will need to know about who you are leading; however, the 
most important person you will need to know about is YOURSELF. Knowing your strengths, your 
improvement areas, what it is that you value, your beliefs, your interests, and how you handle 
emotions is critical to leading social change. How will others follow you if you are not sure why you 
would lead change ð whether small or large? People are generally attracted to those that can express 
and share the same values, beliefs, and interests as themselves. How can you use what you have, 
what you know about yourself to bring others into your change efforts? 
 
The following are key components in this step: 
 

Á Personal beliefs and values.  

Á Attitudes towards social change.  

Á Emotions: how do you relate to others and to yourself? 

Á Motivations: what would excite you, motivate you? 
 

 

Exercise  
 
Explore the following questions, and then share your responses with others.  

1. Describe your personal beliefs and values. Who and what shaped them?  
2. What excites you and/or motivates you about social change?  
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2. Walk Your Talk  
How many times have you heard someone say she/he is committed to òX,Y, and Zó but in the end 
she/he did not deliver? Walk Your Talk is about aligning your behaviors, feelings, actions, and 
thoughts with your values and beliefs. It is about being consistent with your most deeply held beliefs 
and values. It is about speaking your truth with conviction; being authentic to yourself and others. 
Authenticity arises from your own life stories; your own òA-haó moments. 
 
The following are key components in this step: 
 

Á Authenticity: Who you are matters and what and/or who has shaped you matters. 

Á Consistency: Demonstrating your values and beliefs in your words and actions are 
important. 

 
 
 
 
 
 
 

 
 
3. Learning to Serve Others  
What makes you want to commit to the social change work you are undertaking? What energy fuels 
your work and change? These questions point to your leadership commitment, that is - your ability 
to serve others. Understanding why you want to serve others and articulating that as part of who you 
are as a leader can be very powerful in social change. Imagine the impact of your leadership when 
you express to others that the reasons for your work in change is to provide a service to others. 
Ultimately, social change creates a more just society in which people collaborate and perform service 
that is for the common good. Through servant leadership, individuals empower themselves and 
others through trust and collaboration. 
 
The following are key ideas to help you think through your service to others: 
 

Á Commitment: How can you create commitment in collaborative work? 

Á Community Building: How can you create environments where people trust, learn and work 
with and for each other? 

Á Nurturing the Spirit: How do you nurture peopleõs spirits and provide work that is 
meaningful? 

Á Relationships: How do you create positive and healthy relationships and systems? 
 
 
 
 
 
 

Exercise  
 
Provide an example of when your beliefs and values were expressed when you worked 
for social change. In other words, when did you òwalk your talkó? Was there a time 
when you did ònot walk your talkó? What were the outcomes? 

 

Exercise  
 
When did your leadership in social change work serve others? How did it affect those 
involved and those were not involved in the issue? 
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4. Shared Vision  
Leadership is a process that includes leading people towards achieving a goal. Thus, in leadership 
creating a shared vision and purpose is important in that it unifies people towards a common 
purpose and direction. Shared visions are outer expressions of ourselves and what we would like to 
be. Coming to share individual visions is a collective and powerful mechanism in the first step 
towards social change. As a leader in social change, think about what shared vision and purpose 
exists in your neighborhood, community, and/or organization. What would make people motivated 
and inspired to reach the shared vision? How will you articulate it in a way that creates more energy 
and momentum? 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Exercise  
 
What is your vision for change? 
 
 
 
 
 
 
Who is affected by the change, and how will you involve them in making that vision 
their own? 
 
 
 
 
 
 
How can you get them to be excited about this vision and share with others? 
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Creating a Social Change Plan 
 
Creating social change takes patience, energy, time, and resources. It takes more than just 
individuals; it takes a collective action by a collective group of people. Engaging a collective action 
and group can be challenging especially if you are a small group, organization, or if you have limited 
people, time, and resources. Because of the challenges in social change work, you will need to be 
strategic and thoughtful about how you will create the change and gather people to your social 
change vision. To do this, it is important that you keep in mind key steps in creating social change or 
any change effort. The following outlines the key steps in change, and will help you to focus your 
change efforts. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
Step 1: Create a Vision  

 
"The best way to predict your future is to create it " 

-Anonymous 

 
For any social change to occur, you must be able to see the end result or a vision that depicts the 
change. You must see the change as if it has already happened. This is the only way that you can 
articulate the steps you will need to take to make your vision come true.  
 
A vision must be your intentions for a better future than what currently exists now. This vision 
must: 
 

Á Be understood among a collective so others can share in the vision. 

Á Empower and engage people to want to take action. 

Á Be well defined and articulated. 

Á Be vivid, engaging, and expressive. 
 
The first step in engaging a collective action in your vision for change is for you to know what it is 
that you would like to change. What underlying issues are you trying to address? Are you working 
towards eliminating sexism in the community? Is it about ensuring every child is healthy, safe, and 
secure? Is it to reduce crime and violence in your neighborhood? Is it to keep small òmom and popó 

Step 1: Create a vision 

Step 2: Create key messages 

Step 3: Involve others 

Step 4: Pick your targets, activities, and dates 

Step 5: Generate short-term and long-term change 

Step 6: Create an action work plan and budget 

Step 7: Monitor, adjust, and reflect 
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stores in your community? You must be able to identify that one key issue you will address that can 
make a difference in your community and/or neighborhood. 
 
Next, in your creation of a vision, describe the vision as if it already happened. Use the present tense 
to convey that you own and see your vision, NOW.  
 
Finally, test your vision on yourself. Do you think it will be understood by others? Will it empower 
or engage people to take action? Is it well defined and articulated? Is it vivid, engaging, and 
expressive? If it doesnõt have these items, why should you expect others to join your change efforts? 
 

Step 2: Create Key Messages  
What messages about a social issue mobilized you to join the change efforts? What made the 
messages memorable? Was it the delivery? The language or words that were used? The body 
language of the individual(s)? The person who delivered the message?  
 
All of the above items are important in creating change. The ability to articulate clearly your vision 
and the change you would like to see is important for òbuy-in.ó How you describe your vision to 
people through key messages will help you bring people into your efforts. You must help them 
recognize and see the vision. You can do this by using key messages that inspire, are action oriented, 
justifies the need for their help, and asks for their help. 
 
Key messages can also be told using stories, quotes, or metaphors that describe the change you 
would like to achieve. If there is a person that everyone in your neighborhood admires, the qualities 
of that person or what he/she has done for the neighborhood can be used to convey your key 
message. Or, you can use a national or international hero or figure such as President John F. 
Kennedy, Rosa Parks, Ghandi or Mother Theresa. When using òheroesó to help you deliver your 
key messages, identify the parts of these individuals that you know will speak to your audience.  
 
Remember that in developing your key message, you need to include the following items: 
 

Á Your message should be inspiring. 

Á Your message should be action-oriented. 

Á Your message should justify the need for the change. 

Á Your message should ask them for their help. 
 

Step 3: Involve Others  
Now that youõve created a vision and key messages, youõll need a coalition of people to help you 
deliver the message and work with you. There are a few things you need to think about when 
creating a coalition: 
 

1. You need to identify people who need to hear this message. 
2. You need to identify people who will support you in this message. 
3. You need to identify the people who can help you influence other people about this 

message. 
 
How do you identify the individuals in your coalition? You will need to be strategic and purposeful 
in coming up with your list. This is important especially if you are a small organization or 
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neighborhood group or if you have limited resources and people to do the work. You can identify 
people by using a power and interest grid.4 Power is the ability to influence others. You want to 
identify in your coalition those who have the power to influence others and bring them into your 
efforts. Interest describes the attention that certain groups, people or individuals may have towards 
your issue. An example is show below: 
 

    
 

Figure 1 and 2: Power and Interest Grids (www.mindtools.com) 

 
From this power and interest grid, you identify those who have interest in your work and narrow 
your strategies to target specific audiences. 
 

Step 4: Pick your Targets, Activities, and Dates  
At this stage of your social change efforts, you should identify where you want your efforts to be 
targeted and when you will target these efforts. This is about the marketing strategy you will use to 
deliver your message. For example, having created a vision to eliminate sexism in the community, as 
well as created key messages and identified your coalition of people, you will likely determine a few 
key events that will support your change efforts and what methods you will use to address them. 
You need to identify the places and/or events that will most likely want to or need to hear your 
message. You will need to identify how the message will be delivered and what method works best. 
You should keep in mind the following: 
 

1. Who is your audience? For this, you can go back to Step 3 on creating a coalition. Is your 
coalition made up of diverse individuals, people with interests that are different or similar 
than yours, and so on? If so, this can influence your targets and moments. 

2. What marketing methods work best for your audience? E.g. fliers, word of mouth, radio, 
advertisements, door knocking, etc. 

3. What are the reasons for using the methods you choose? Why would you choose fliers over 
door knocking for your audience? Speaking at events rather than newspaper advertisements? 

 

                                                 
4
 Taken from the following source: J. M. Bryson, ñWhat To Do When Stakeholders Matter: A Guide to Stakeholder 

Identification and Analysis Techniquesò 
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In this step of social change, you will also need to identify how you can keep your efforts moving. 
This speaks to the frequency of your targets and moments. Will you continue to reach the audience 
with the same messages on a monthly basis? We you try a different method in a week? Will you use a 
different method to deliver the message to the same audience? 
 

Step 5: Generate Short -term and Long -term Change  
Creating social change can be a long, arduous journey. You may feel that what you are doing is not 
sufficient or enough to reach the vision you dreamed about. Keep in mind that social change efforts 
can take years and even generations to come to fruition. As a change agent, it is important to take 
note of the small steps, the smaller milestones in your change efforts. By doing this, youõre keeping 
your òeyes on the prizeó while paying attention to the details of the prize. As you take this journey, 
you should keep in mind the following items that will help you to remember to win small, win early, 
and win often: 
 

Á Articulate the smaller changes that are important in the larger vision. 

Á Identify the milestones (goals) for your change efforts. (Ensure they are measurable). 

Á Determine how you will celebrate the milestones. 
 

Step 6: Create an Action Work Plan and Budget  
When you have completed the above steps, the next action is to put the information you have 
created into a work plan. It is not enough to have thought about the information and resources you 
need in creating social change. You must document the information and create goals to help you 
reach your vision. The work plan serves as a document that guides your work and helps you to 
document and measure your deliverables. Attached to this work plan is a budget for the expenses 
and income that are needed for each item in your social change plans. Important items in your work 
plan include the following: 
 

Á Key staff/volunteer to carry out the activity 

Á Begin and end dates 

Á What will tell you that you achieved your goal? 

Á Smaller òwinsó or milestones 
 
 

Step 7: Monitor, Adjust, an d Reflect  
One of the key and final steps in social change work is to monitor and adjust your strategies, key 
messages, or other components of your work as needed based on the responses you received. Often 
times, social change advocates are so busy and involved in the actual day to day work and activities 
that they forget to monitor and adjust what works and doesnõt work and reflect on the process and 
their progress. You have to remember that when you mobilize your community, group, 
neighborhood, or organization to change and you start to see some change, you may not be able to 
use the same strategies or key messages. Youõll need to constantly and consistently change your 
message to meet your audienceõs needs. Your vision may still stay the same, but the messages may be 
altered. 
 
You should think about the following items in this step: 

Á How will you know there is change? 

Á How will you evaluate your work? 
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Á How will you make sense of your progress? 
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Appendix F: This I Believe Essays 
 

Music is My Sanity  
By: Song Vue 

 
I believe Music is my sanity. I believe in music for life reasons, educational reasons, and for my own 
personal growth. I believe that music heals the soul when hurt and music speaks when words fail.  
 
I remember my first introduction to music, being a first born child and daughter to immigrant parents. 
Hmong parents who valued and practiced the traditional culture. I lived in an income based 
neighborhood where gangs were lively and poverty was visible.  I remember my first day of music class 
like it was yesterday sitting around in a big circle, observing the other children who were like me and 
others who were so different in appearance. I remember looking up at this big tall man who I called Mr. 
White. I believed he had great passion for the music he taught. He taught me my first English song. He 
taught me how to carry a melody, follow a rhythm and memorize the lyrics. I learned to love music and 
developed a relationship with it. He along with so many other teachers, professors and music lovers 
taught me to believe in music and include it in my life.  
 
My turning point came the beginning of my senior year in high school. I was unsure about where to go 
to college and what to major in. The day before I made a life changing decision I had a conversation with 
my parents, which turned into an argument. This was an all too familiar feeling of my adolescent life. I 
did not know how to communicate with my parents verbally or affectionately. I believe my parents love 
me, but they did not know how to deal with my bi-cultural struggles as they too were dealing with their 
own. I cried so much that night my depression overcame my sanity. I sat in my room, feeling shut out for 
being Hmong American and a woman. Thoughts of ending my life replayed in my head. Every argument I 
ever had fueled my anger more and pushed me to suicide. My decision was to put myself out of misery, 
to release my parents from their obligations of me as their child; and with no close friends, I did not care 
and think that I would be missed.  
 
At that moment I started to hear sounds of music so beautifully enriched with strings, vocals, and piano. 
The more music I listened to, to sing along with and learn, the less depressed I felt. I believed music 
healed my depression and brought me sanity. I joined choir my senior year and consulted with an 
advisor about my future. I made another decision; the decision to go to college and major in music.  
 
Reflecting back, I never felt that as a Hmong woman who grew up in two cultures, I could and would get 
a chance to have music in my life. I now have obtained my bachelor of arts in music from St. Cloud State 
University and still hold music true in my heart.  
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Some of Us Are M ore Privileged  
By: Lily Moua 

 
I believe all people should have access. Some people are more fortunate than others.  
 
My doctor told me that I must eat a malaria pill everyday in Tanzania. I should not skip one day and I 
must continue taking my extra pills after I returned. I ŘƛŘ ƴƻǘ ōǊƛƴƎ ǘƘŜ ŜȄǘǊŀ Ǉƛƭƭǎ ōŜŎŀǳǎŜ L ŘƛŘƴΩǘ ǘƘƛƴƪ L 
would need them.   
 
I had 12 days left in Tanzania and only 10 more pills in my case. Two of the ladies in my living court 
caught malaria. The day before, we heard about the gentleman across our living court who was 
ƘƻǎǇƛǘŀƭƛȊŜŘΦ  ¢ƘŜǊŜ ǿŀǎƴΩǘ ŀ ǎƛƴƎƭŜ ŜǾŜƴƛƴƎ ǿƘŜǊŜ L ǿŀǎ ƴƻǘ ǇŀǊŀƴƻƛŘ ōȅ ǘƘŜ ǘƘƻǳƎƘǘ ƻŦ ƘǳƴƎǊȅ 
mosquitoes around my body. Every night, the threatening ones came out at dusk and dawn and they 
buzzed around my mosquito net.   Each day, one or two students at Tumaini University were 
hospitalized.  
 
My roommate was a woman from northern Tanzania and she was 7 years older than I.  Like me, she was 
the first in her family to go to college and her tuition was paid by an American sponsor.  One night, she 
wanted to know about the pills because she wanted to prevent malaria.  She asked me for one malaria 
pill and I gave it to her.   
 
!ǎ ŀ IƳƻƴƎ ǿƻƳŀƴΣ L ǿŀǎ ǘǊŀƛƴŜŘ ǘƻ ƻōŜȅ ŜƭŘŜǊǎ ŀƴŘ ǘƻ ǎŀȅ άȅŜǎέ ŜǾŜƴ ǿƘŜƴ L ŎƻǳƭŘ ǎŀȅ άƴƻέΦ  L ǿŀǎ 
taught how to respect others, to volunteer where I can, and to share what I have.  I was raised to take 
ŎŀǊŜ ƻŦ ƻǘƘŜǊǎ ŜǎǇŜŎƛŀƭƭȅ ǘƘƻǎŜ ƛƴ Ƴȅ ŦŀƳƛƭȅΦ  {ƘŜ ǿŀǎ Ƴȅ ¢ŀƴȊŀƴƛŀƴ ǎƛǎǘŜǊ ŀƴŘ L ŎƻǳƭŘ ƴƻǘ ǎŀȅ άƴƻέΦ  ¢ƘŜ 
next evening, she asked for another one; I gave it to her again.  
 
I was advised not to stop by local hospitals because of all the existing diseases, but I wanted to see the 
ladies in my living court.  The two ladies were restless but they were glad to see visitors. They were in 
the same room side-by-side. University student were more privilege than locals because the university 
had special rooms reserved for students.  The two girls lay on their sides as they shivered with sweat 
and moaned in pain.  It was terrifying and I felt helpless. 
 
That evening, my roommate asked for another pill. For the first time after observing the painful 
experience the two ladies in our living court had, I was afraid to share.  I thoughtτwhat if I caught 
malaria a few days before my departure, would I be able to depart for America?  Who would take care 
ƻŦ ƳŜ ƛŦ L ŜȄǇŜǊƛŜƴŎŜŘ ŀƴ ŀǘǘŀŎƪΚ  L ǿŀǎ ōŀŦŦƭŜŘ ŀƴŘ ǿƻǊǊƛŜŘ ŦƻǊ Ƴȅ ǎŀŦŜǘȅ ǎƻ L ǎŀƛŘΣ ά¦ƴŦƻǊǘǳƴŀǘŜƭȅΣ ǘƘŜǊŜ 
ƛǎ ƻƴƭȅ ŜƴƻǳƎƘ ƭŜŦǘ ŦƻǊ ƳŜΦέ   
 
{ŀȅƛƴƎ άƴƻέ ǿŀǎ ƘŀǊŘΦ  L ŦŜƭǘ ƎǊŜŜŘΦ  L ŦŜƭǘ ŀǎƘŀƳŜŘΦ  L ŦŜƭǘ ƘƻǊǊƛōƭŜ ŦƻǊ ǇǳǘǘƛƴƎ ƳȅǎŜƭŦ ŦƛǊǎǘΦ   
 
That eǾŜƴƛƴƎΣ L ǿǊƻǘŜ ƛƴ Ƴȅ ƧƻǳǊƴŀƭ ŀōƻǳǘ Ƴȅ ŎƻƴŦŜǎǎƛƻƴΤ L ƘŀŘ ǘƘŜ ŀōƛƭƛǘȅ ǘƻ ǎŀȅ άȅŜǎέ ƻǊ άƴƻέ ōŜŎŀǳǎŜ L 
was privileged; I was an American.                   
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Learning from the Smallest Moments  
By: Pangjua Xiong 

 
I believe in learning from the smallest moments.  Like many people, I have gone through my life aiming 
for big accomplishments and hoping to make noticeable achievements.  I have worked hard and tried 
my best. I have enjoyed each step and major life transiǘƛƻƴǎΦ .ǳǘ Ƴȅ ƭƛŦŜΩǎ ōŜǎǘ ƳƻƳŜƴǘǎ ƘŀǾŜ ōŜŜƴ ǘƘŜ 
smallest moments.  In the smallest moments, I have realized that what I choose to say and do can affect 
others in the biggest way.  
 
²Ƙŀǘ Řƻ L ƳŜŀƴ ōȅ ǘƘŜ άǎƳŀƭƭŜǎǘ ƳƻƳŜƴǘǎέΚ  ! ǎƳŀƭƭŜǎǘ ƳƻƳŜƴǘ ŎƻƳŜǎ ǿƘŜƴ ȅƻǳ least expect it and it 
ŎƻƳŜǎ ŀƴŘ ǇŀǎǎŜǎ ǾŜǊȅ ǉǳƛŎƪƭȅΦ  LŦ ȅƻǳ ŘƻƴΩǘ ƘƻƭŘ ƻƴǘƻ ǘƘŜ ǎƳŀƭƭŜǎǘ ƳƻƳŜƴǘΣ ƛǘ Ƨǳǎǘ ōŜŎƻƳŜǎ ŀƴƻǘƘŜǊ 
ƳƻƳŜƴǘ ƛƴ ȅƻǳǊ Ǉŀǎǘ ǘƘŀǘ ȅƻǳ ǿƻƴΩǘ ŜǾŜƴ ǘƘƛƴƪ ŀōƻǳǘΦ  IŜǊŜ ŀǊŜ ŀ ŦŜǿ ŜȄŀƳǇƭŜǎ ƻŦ ǿƘŀǘ L ƳŜŀƴ ŀōƻǳǘ 
άǎƳŀƭƭŜǎǘ ƳƻƳŜƴǘǎέΦ 
 
One smallest moment happened about four years ago.  My husband and I were driving back home from 
ŀ ŦŀƳƛƭȅ ŘƛƴƴŜǊ ŀǘ Ƙƛǎ ōǊƻǘƘŜǊΩǎ ƘƻǳǎŜΦ  aȅ ǘƘǊŜŜ ǎƻƴǎ ǿŜǊŜ ƛƴ ǘƘŜ ōŀŎƪ ǎŜŀǘ ƻŦ ǘƘŜ ŎŀǊ ŀƴŘ ƭƻƻƪŜŘ ƭƛƪŜ 
they were sleeping. My husband and I started a conversation that turned negative.  We were pointing 
ƻǳǘ ǘƘŜ Ŧƭŀǿǎ ƛƴ ŜŀŎƘ ƻǘƘŜǊΩǎ ōŜƘŀǾƛƻǊǎ ŀƴŘ ŘƛŘ ƴƻǘ ǎŜǘǘƭŜ ƻƴ ŀ ŎƻƳǇǊƻƳƛǎŜΦ  !ƭƭ ƻŦ ŀ ǎǳŘŘŜƴΣ ŀ ǎƳŀƭƭ 
ǾƻƛŎŜ ŎŀƳŜ ŦǊƻƳ ǘƘŜ ōŀŎƪ ǎŜŀǘΣ άaƻƳΣ 5ŀŘΣ ȅƻǳ ǘǿƻ ŀǊŜ ŦǊƛŜƴŘǎΦ  CǊƛŜƴŘǎ ƘŀǾŜ ǘƻ ǿƻǊƪ ǘƻƎŜǘƘŜǊΦέ ²Ŝ 
quickly responded and said that my son was right, we were friends and we would work together.  I 
wondered where a three year old got this wisdom. 
 
Another smallest moment was about a year ago.  My colleague and I had just finished giving a training 
for a group of teachers and had loaded all our things into the elevator.  During the elevator ride up four 
floors, my colleague thanked me and told me how much she was learning from working with me.  I 
thought I was learning from her the whole time.  It made me remember that we can always learn from 
others. 
 
I often see the behaviors of different role models and think about how I should carry on the good values 
ǘƘŀǘ L ǎŜŜΦ  L ŘƻƴΩǘ ƻŦǘŜƴ ǘƘƛƴƪ ŀōƻǳǘ ǿƘƻ ǿŀǘŎƘŜǎ ƳŜ ŀǎ ŀ ǊƻƭŜ ƳƻŘŜƭ ōŜŎŀǳǎŜ LΩƳ ǎƻ ƛƴǾƻƭǾŜŘ ƛƴ ƭŜŀǊƴƛƴƎ 
from my own role models.  In one smallest moment, I realized that there was at least one person 
watching me.  A year ago when my younger sister was applying to college, she came to me for help to 
proofread her personal essay.  I asked her what she was writing about and she reǎǇƻƴŘŜŘΣ ά¸ƻǳΦέ   
 
LΩǾŜ ƭŜŀǊƴŜŘ ŘƛŦŦŜǊŜƴǘ ǘƘƛƴƎǎ ŦǊƻƳ Ƴȅ ǎƳŀƭƭŜǎǘ ƳƻƳŜƴǘǎΤ ǘƘƛƴƎǎ ǘƘŀǘ ǿƛƭƭ ƘŜƭǇ ƳŜ ōŜ ŀ ōŜǘǘŜǊ ƳƻǘƘŜǊΣ ŀ 
better wife, a better sister, a better colleague, a better leader, and overall a better person.  I just have to 
keep my eyes and ears wide open to notice all the smallest moments that come fleeting by.  
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The Unconditional Love of a Hmong Father to his Daughter  
By: Pa Nhia D. Yang, M.A. 

 
After losing his first born son to malaria during his escape from his village into the jungles of Laos, the 
Hmong father wanted a better future for his newborn daughter. Uncertain of what was ahead on this 
journey through the jungles to the Mekong River, he was determined to reach the other side of the river 
and find refuge in the Thai Refugee Camps. After three years in Ban Vi Nai Refugee Camp, the father, his 
wife, and two daughters relocated to Wisconsin. This Hmong father who risked his life and the life of his 
wife for a better future for his children is my father, Houa Wa Yang. For his fearless courage and 
determination, I believe in the unconditional love of a Hmong father to his daughter. 
 
My father is different and unique from other Hmong fathers. He is not an educated man, but he is very 
wise and thoughtful. As a Hmong husband, he is only married to my mother and they have been 
together for 30 years. He views polygamous marriages as more mouths to feed and to financially 
support. As a Hmong father in the refugee camp, he sacrificed the things he wanted in order to buy me a 
toy. Also, he carried me on his shoulders so that I did not walk in the dirt. As a Hmong-American father, 
he was my teacher. He would return home after an 8 hour shift and still have the energy to help me with 
my math assignments and science projects when I was in elementary school. But then in middle school 
and high school, he could no longer help me. He started feeling helpless when he could not help me 
figure out how to use a graphing calculator. This feeling of helplessness continued into college and 
graduate school, but it did not stop him from supporting me financially and morally.  
 
aȅ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ƛƴ ǘƘŜ IƳƻƴƎ ²ƻƳŜƴΩǎ [ŜŀŘŜǊǎƘƛǇ LƴǎǘƛǘǳǘŜ Ƙŀǎ ƘŜƭǇŜŘ ƳŜ ǘƻ ǊŜŘƛǎŎƻǾŜǊ ƻǳǊ ŦŀǘƘŜǊ-
daughter relationship that was lost along the way as I grew up trying to find and balance my Hmong and 
American identity. Along my educational journey, my father has always been there supporting me every 
step of the way. However, we did not communicate directly with each other. I only spoke to my father 
when I needed something and he spoke through my mother when he had concerns.  
 
But my participation in the leadership program has given me the courage and confidence to reconnect, 
build, and strengthen our father-daughter relationship. These past couple of months, my family 
experienced a crisis and I shared with my mother some information to pass along to my father. After 
hearing the information, my father opened the door for communication between us, telling me that I 
am his blood daughter and I have every right to speak directly to him. Following this conversation, my 
father and I are communicating more than before. It used to be that when I call home, it was a quick 
Hello and then he hands the phone to my mother, but now when I call he tells me how is day was, gives 
me some advice and even asks for advice from me.  
 
Even though he dƻŜǎ ƴƻǘ ǾŜǊōŀƭƭȅ ŀƴŘ ŘƛǊŜŎǘƭȅ ǎŀȅΣ άL ƭƻǾŜ ȅƻǳέ ƻǊ Ƙƻǿ ǇǊƻǳŘ ƘŜ ƛǎ ƻŦ Ƴȅ 
accomplishments, he shows it through his hugs when I go home and through his conversations with 
others by telling them what I am going to school for. For all the things that he does for me and knows 
about me, I believe in the unconditional love of a Hmong father to his daughter.    
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Listen to My Voice  
By Ka Zoua Xiong 

 
I believe in the voices of the young.  
 
Too often we shut out, forget, and ignore the voices of our young. The voices that will become our voice. 
The voices that if we listen, are really teaching us to become better people.  
 
I live in a culture where I must listen to my elders. No matter how wrong they are, I have been taught to 
never challenge their wisdom. As if wisdom can only come with age and experience and not in the 
beauty of naïveté and the strength that is found in the dreams of the young.  
 
I live in a culture where men have the right to speak their mind. I have experienced situations where 
children became silenced by hurtful words because fathers were unable to distinguish the difference 
between yelling, and telling. I grew up with the confusion as to why elders could not understand that 
words leave invisible scars. And that what they say would penetrate and destroy the child within me.  
 
I come from a family where I knew my place. That as a daughter I cannot sit at a table of men. And that 
as a child, my feelings and my thoughts are not equal to those of my elders.   
 
At the age of 12, I found myself lost in thoughts of a middle age person. I felt trapped within myself, as if 
my mind had developed three times faster then my body. Being the oldest out of seven kids, I became 
the parent as my elders retreated back to their lost teenage years. I was left to answer my own 
questions and to reason my own doubts. There were many things I understood as a child, but I chose 
not to, because to understand would mean to become obedient to my parents.  
 
I understood that my mother had me at the age of thirteen. And that she never had the chance to 
become an adult. I understood that my father worked hard to provide for his seven kids. I understood 
ǘƘŀǘ ǿŜ ǿŜǊŜ ǇƻƻǊ ŀƴŘ ǘƘŀǘ L ŎƻǳƭŘƴΩǘ ŀǎƪ ŦƻǊ ƳǳŎƘΦ L ǳƴŘŜǊǎǘƻƻŘ ǘƘŜ ƘŀǊŘǎƘƛǇǎ ƻŦ ōŜƛƴƎ ǊŜŦǳƎŜŜǎ ƛƴ ŀ 
new country. I understood the dreams that my parents had for me. I understood the sacrifices my 
ǇŀǊŜƴǘǎ ƳŀŘŜΦ .ǳǘ L ƴŜǾŜǊ ǳƴŘŜǊǎǘƻƻŘ ǿƘȅ ǘƘŜȅ ŎƻǳƭŘƴΩǘ ǳƴŘŜǊǎǘŀƴŘ ƳŜΦ aȅ ŎǳƭǘǳǊŜ ŘƻŜǎ ƴƻǘ 
acknowledge my perspective because not only am I young, I am a Hmong woman. 
 
And now, our elders wonder why the retaliations? Why the disinterest in our language and in our 
culture? Why the gangs and the school drop outs? Why the early marriages and the suicides? Because 
ǘƘŜȅ ƘŀǾŜƴΩǘ ōŜŜƴ ƭƛǎǘŜƴƛƴƎΦ  
 
If I am silenced by my role and my gender, then I will speak through my actions. Are you listening to 
ǿƘŀǘ LΩƳ ǎŀȅƛƴƎΚ .ŜŎŀǳǎŜ I AM the voice of the young.  
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Everything I Know about Leadership I Learned in a Cucumber Patch  
By Linda Vang 

 

For six summers, I picked cucumbers for the Gedney Corporation while my peers went off to camps and 
ǎǇŜƴǘ ƭŀȊȅ ŀŦǘŜǊƴƻƻƴǎ ƴŜŀǊ ǘƘŜ ƭŀƪŜΦ  !ǎ ŀƴ ƛƳƳƛƎǊŀƴǘ ŀƴŘ ǎƛƴƎƭŜ ǇŀǊŜƴǘΣ ǘƘƛǎ ǿŀǎ Ƴȅ ƳƻǘƘŜǊΩǎ ƻƴƭȅ ǿŀȅ 
of providing us with the things we needed and wanted.  Through her hard work, she showed me that 
leading by example and supporting others is the best way a leader should act. 
      
I remember feeling the dirt on my clothes, my face, and my hands after a long day of kneeling between 
the itchy rows of plants, two black spots for knees.  We wore long-sleeved shirts and pants to protect 
ourselves and as a result, were always hot and sweaty.  And while we wore gloves to protect our hands 
from the prickly leaves, we used these same gloved hands to wipe away the sweat, spreading the 
itchiness to our necks and faces. 
  
The seeds were planted in long lines so that when they grew in, they made neat rows for easy picking.  
Each day, we methodically lifted the leaves on either side of the plants in search of cucumbers.  Plucking 
them from their vines, we dropped them into empty gallon-size ice cream buckets, making our way 
ŦǊƻƳ ƻƴŜ ŜƴŘ ƻŦ ǘƘŜ ŦƛŜƭŘ ǘƻ ǘƘŜ ƻǘƘŜǊΦ  hƴŎŜ ǿŜ ŦƛƴƛǎƘŜŘΣ ǿŜΩŘ ǘǳǊƴ ŀǊƻǳƴŘ ǎǘŀǊǘƛƴƎ ǿƛǘƘ ƴŜǿ ǊƻǿǎΣ 
doing it all over again until all rows had been worked over.  This was tedious and terribly hard on our 
backs and knees.   
 

 
 
We bemoaned those endless summer days and complained of the circumstances.  My mother, however, 
never seemed affected by these difficult conditions.  In fact, she thrived.   
  
While my siblings and I each slowly worked our hands through a single row, my mother simultaneously 
picked four.  Even with three extra rows, she managed to out-pick everyone and when she got too far 
ahead, she would always return to help us catch up.   
 
This was the ultimate way in which she taught me, that as leader, you must work faster and harder than 
those you are leading.  In addition, you have to demonstrate your willingness to help when someone is 
struggling so that they have the motivation to stay on task.  Noticing the level of intensity in which she 
worked, I tried to match her speed and dedication.  I eventually increased to picking two rows instead of 
one and managed to maintain a place alongside her.   
 
Even now that I am miles away from that cucumber patch, I practice this philosophy of leading by 
example and supporting others in all my leadership efforts.  I am not afraid of working hard and I try to 
ƘŜƭǇ ƻǘƘŜǊǎ ǿƘŜǊŜ LΩƳ ŀōƭŜΦ   
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The  Power of òWeó 
By: Keo Chang 

 
L ōŜƭƛŜǾŜ ƛƴ ǘƘŜ ǇƻǿŜǊ ƻŦ άǿŜΦέ ²Ŝ Ŏŀƴ ŀŎŎƻƳǇƭƛǎƘ ƳǳŎƘ ƳƻǊŜ ǘƘŀƴ Ƨǳǎǘ ƳŜ ƻǊ Ƨǳǎǘ ȅƻǳ ŀƭƻƴŜΦ  9ƛƴǎǘŜƛƴ 
ǎŀƛŘΣ ά[ƻƻƪ ŘŜŜǇ ƛƴǘƻ ƴŀǘǳǊŜΣ ŀƴŘ ǘƘŜƴ ȅƻǳ ǿƛƭƭ ǳƴŘŜǊǎǘŀƴŘ ŜǾŜǊȅǘƘƛƴƎ ōŜǘǘŜǊΦέ Nature is born of the 
power of we. A plant cannot survive on one thing alone. Soil allows the plant to take root and form solid 
foundations. Water delivers moisture and nutrients necessary for growth. Sun provides the light and 
warmth necessary for photosynthesis. Wind, insects and animals help pollinate the plant and disperse 
its seeds. Fire destroys the plant but not its roots, well protected in the soil. With water, sun, and 
ƴŀǘǳǊŜΩǎ ƻǘƘŜǊ ƘŜƭǇŜǊǎΣ ǘƘŜ Ǉƭŀƴǘ ǿƛƭƭ ƭƛǾŜ ŀƎŀƛƴΦ Lǘǎ Ǌƻƻǘǎ ŀƴŘ ǎŜŜŘǎ ǿƛƭƭ ǎǇǊƛƴƎ ŦƻǊǘƘ ǿƛǘƘ ƴŜǿ ƎǊƻǿǘƘΦ 
The plaƴǘ ƛǎ ƴƻǘ ǘƘŜ ŎŜƴǘŜǊ ōǳǘ ŀ ƭƛƴƪ ƛƴ ǘƘŜ ŎƛǊŎƭŜ ƻŦ ƭƛŦŜΦ ¢ƘŜ ǇƭŀƴǘΩǎ ƎǊƻǿǘƘ ŎƭŜŀƴǎ ǘƘŜ ŀƛǊ ŀƴŘ ǎƻƛƭΣ 
returning oxygen to the air.  
 
I believe we are all connected to each other and to nature. I look for ways I can contribute to the power 
ƻŦ άǿŜΦέ !ǎ ŀ IƳƻƴƎ woman, I seek to make a difference in the lives of others often times with the help 
ƻŦ ƻǘƘŜǊǎΦ ¢ƘŜ ŀƴŎƛŜƴǘ /ƘƛƴŜǎŜ ǇǊƻǾŜǊō ƻŦ άƎƛǾŜ ŀ Ƴŀƴ ŀ ŦƛǎƘ ŀƴŘ ƘŜ ǿƛƭƭ Ŝŀǘ ŦƻǊ ŀ ŘŀȅΣ ǘŜŀŎƘ ŀ Ƴŀƴ Ƙƻǿ 
ǘƻ ŦƛǎƘ ŀƴŘ ƘŜ ǿƛƭƭ Ŝŀǘ ŦƻǊ ŀ ƭƛŦŜǘƛƳŜέ ǎƛƳǇƭȅ ƛƭƭǳǎǘǊŀǘŜǎ ǘƘŜ ǇƻǿŜǊ of we. A few years ago, I helped start a 
IƳƻƴƎ ǿƻƳŜƴΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ƎǊƻǳǇ ǿƛǘƘ ǎŜǾŜǊŀƭ ǿƻƳŜƴΦ ²Ŝ ǿŜǊŜ ŀƭƭ ǘŀƪƛƴƎ ōŀōȅ ǎǘŜǇǎ ƛƴǘƻ ƻǳǊ ƻǿƴ 
businesses and with creating a supportive network. Since then we have been able to support each 
ƻǘƘŜǊΩǎ ōǳǎƛƴŜǎǎŜǎ ǘƘǊough referrals and networking. Just recently, we have been able to draw interest 
from Hmong college women and other Hmong women and men from around the country. Even though 
we are still young as an organization, our members have put in countless hours of volunteer work on 
boards and community projects as well as financially supported different charities and causes.  
 
What can I do as a Hmong woman? That question is centuries old and previously carried with it a deep 
sense of resignation. Today, the question has become a calling. What can I do as a Hmong woman? I 
know I can make a difference. That is the objective. What is the method? Apply it to the power of we 
and the question transforms to what can we do as Hmong women? Years from now when the system 
changes have occurred with our collective leadership, the question our daughters and sons will ask is 
ǿƘŀǘ Ŏŀƴ άǿŜέ ŘƻΚ 
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The Authentic Leader  
By: Mikow Hang 

 
I believe in the authentic leader.  I also believe in my Hmong community.  I believe only an authentic 
leader will be able to unify the Hmong community and lead it onto a path of development and growth.  
This leader, I believe, can be a woman, a Hmong woman. 
 
She is fearless and passionate, unwilling to concede to obstacles.  Her stories and sacrifices ignite the 
flame of hope and remind her of the dreams she has for her people.  She lives for a higher purpose 
beyond her own, to see her community succeed. 
 
It was early summer, barely warm outside yet when I caught a glimpse of an ad in the Hmong Times for 
ǘƘŜ IƳƻƴƎ ²ƻƳŜƴΩǎ [ŜŀŘŜǊǎƘƛǇ LƴǎǘƛǘǳǘŜΦ  L ōǊǳǎƘŜŘ ƛǘ ƻŦŦ ōǳǘ ǘƘŜ ƘƻǳǊǎ ǇŀǎǎŜŘ ŀƴŘ ƛǘ ŎƻƴǘƛƴǳŜŘ ǘƻ 
linger on my mind.  I finally gave in and grabbed the paper and read the ad closely.  I was tempted to 
apply but was hesitant.  Having grown up in rural Michigan where I saw more grain bins and tractors 
than Hmong people, I did not know how I would feel to be in a room surrounded by a group of Hmong 
women who were not relatives.  After a few days of contemplating, I decided I had nothing to lose if I 
applied and a lot to gain if accepted.  When I received my acceptance email, my heart did a little dance.  
This felt right. 
 
My time at the Institute has taught me a lot about myself.  It has introduced me to many different types 
of leaders.  Through this institute, I discovered that I am capable of becoming a leader in the Hmong 
community in which I have detached myself from for so long.  It is very easy to isolate yourself from this 
community when you feel like you do not belong.  However, listening tƻ Ƴȅ ŦŜƭƭƻǿ ŎƻƘƻǊǘǎΩ ǎǘƻǊƛŜǎ ŀƴŘ 
experiences, I realized we may have our differences but our culture weaves us together. 
 
Today, I am slowly but surely finding my way back home, to a community that needs me. There will be 
barriers but I will be strong. And when I think I am alone in my journey, I will remember those who share 
my story and know I am not alone. 
 
I believe I can be that woman. 
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Believe in Angels  
By: Yer Xiong 

 
Things happen for a reason.  Good or bad, you make the call.  My husband and I are so blessed to have 
wonderful friends, family members, and angels around us all the time. In 2000, my husband was 
diagnosed with kidney failure.  Both he and I were devastated, angry, and frustrated.  We just started 
our life together; purchased our first home, have good careers, making okay money, and were just living 
life as we planned. 
 
When he was diagnosed, he felt hopeless and confused; this also made me feel hopeless and confused 
ōŜŎŀǳǎŜ ƘŜ ǿŀǎ ǎƻ ŀŎǘƛǾŜΣ ŘƛŘƴΩǘ ŘǊƛƴƪΣ ǎƳƻƪŜΣ ƻǊ Řƻ ŘǊǳƎǎΦ  IŜ Ŏƻǳƭd not work a full time job and I had 
to take time off for his appointments, follow-ups, check-ǳǇǎΧ Ƨǳǎǘ ƘŜǊŜ ŀƴŘ ǘƘŜǊŜΦ  ²Ŝ ǿŜƴǘ ǘƘǊƻǳƎƘ ŀ 
rough time both emotionally and financially. We did not want anyone to feel pity for us or obligated to 
help us, especially our family members and friends.  A few of our family members and friends came to 
ƘŜƭǇ ǳǎ ŜǾŜƴ ƛŦ ǿŜ ŘƛŘƴΩǘ ǿŀƴǘ ǘƘŜƳ ǘƻΣ ǿƘƛŎƘ ǿŀǎ ƴƛŎŜΦ ²Ŝ ŎƻǳƭŘƴΩǘ ŀŦŦƻǊŘ ǘƻ ǎǘŀȅ ŀǘ ƻǳǊ ƘƻƳŜ ƻŦ у 
years.  We sold our home and moved into an apartment for a year to catch-up with our bills. 
 
!ƭƻƴƎ ǘƘŜ ǿŀȅΧ ŎŀƳŜ ŀƴ ŀƴƎŜƭΣ ¢ƛŀΦ  {ƘŜ ƛǎ /ƘŀƛΩǎ ŀƴƎŜƭ ŀƴŘ Ƴȅ ƭƛŦŜƭƻƴƎ ŦǊƛŜƴŘΦ  ! ōŜǎǘ ŦǊƛŜƴŘ ǘƘŀǘ ǎƘŀǇŜŘ 
me in so many different ways from the time I knew her, but she might not even realize it.  Our history 
goes back to junior high and high school; we lost contact after high school in 1992.  In 2003, she called 
me unexpectedly and wanted to visit and catch-up, so we did.  I will never forget our conversations. 
 
²Ŝ ǾƛǎƛǘŜŘ ŦƻǊ ŀ ƭƻƴƎ ǘƛƳŜΤ ŎƻǳƭŘƴΩǘ ōŜƭƛŜǾŜ Ƙƻǿ ǘƛƳŜ ŦƭŜǿ ōȅ ǳǎ ƭƛƪŜ all the good and bad times we 
shared, and all the clothing we used to wear!  In the middle of our conversations, Tia surprised me with 
ǘƘƛǎ ǉǳŜǎǘƛƻƴΣ ά5ƻ ȅƻǳ ƪƴƻǿ ŀƴȅƻƴŜ ǿƘƻ ǿƻǳƭŘ ƴŜŜŘ ŀ ƪƛŘƴŜȅΚέ  L ŘƛŘƴΩǘ ǊŜǎǇƻƴŘ ǊƛƎƘǘ ŀǿŀȅΣ ŀǎ L ǿŀǎ 
trying to hold my emotions back.  Tia shocked me and the question took me by surprise!  I took a few 
ŘŜŜǇ ōǊŜŀǘƘǎ ŀƴŘ ǇǳƭƭŜŘ ƳȅǎŜƭŦ ǘƻƎŜǘƘŜǊ ŀƴŘ ǎƘŀǊŜŘ /ƘŀƛΩǎ ǎƛǘǳŀǘƛƻƴ ǿƛǘƘ ƘŜǊΦ  ²Ŝ ōƻǘƘ ŎǊƛŜŘ ŀƴŘ ǎƘŜ ƭŜǘ 
me vent for a long time. 
 
Tia said she would be willing to donate a kidney to Chai. Because we are Hmong and the transplant 
process is so new, so different from our culture and custom, it was hard for Chai to accept her generous 
gift of life.  Tia had to convince Chai to accept her offer.  The process was different and challenging for 
many reasons.  First, being a Hmong; we like to make things harder than it really is.  Second, Tia was 
ǎƛƴƎƭŜΤ ƘŀŘ ŀ ōƻȅŦǊƛŜƴŘΣ 9ǊƛŎΤ ōǳǘ ǎƘŜ ŘƛŘƴΩǘ ƘŀǾŜ ǿƘŀǘ ǘƘŜ ƳŀƧƻǊƛǘȅ ƻŦ IƳƻƴƎ ǿƻǳƭŘ ǎŀȅΣ ŀ άƭƛŦŜέ ȅŜǘΣ ǎƻ ƛŦ 
anything were to go wrong, traditionally we, Chai and I, would be responsible for her for the rest of our 
lives.  Regardless, we went through with it and the outcomes were great for both Chai and Tia. 
 
Though we have traveled and walked through many curves and challenges as we joined our lives 
together, we both have come in agreement that things happen for many reasons.  We all are given a 
choice, an option to decide if it will be good or bad.  We chose the good.  Because of what happened to 
Chai, we live life to the fullest everyday; we are thankful for a new day when we get up! We will 
continue to create ever-lasting memories for the people around us and for ourselves.  Chai and I have 
the life style we do now because along the many paths of our lives, came an angel, a friend, and a family 
member, Tia. 
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Stepping Outside Myself  
By: Donna Yang 

 
I believe in doing one thing that will take me outside of my comfort zone every year. This lets me take 
ƳŜŀǎǳǊŀōƭŜ Ǌƛǎƪǎ ǘƘŀǘ ǿƻƴΩǘ ƴŜŎŜǎǎŀǊƛƭȅ ƎǳŀǊŀƴǘŜŜ ǎŀǘƛǎŦŀŎǘƛƻƴ ƻǊ ǎǳŎŎŜǎǎ ōǳǘ Ŏŀƴ ŎƻƴǘǊƛōǳǘŜ to my 
personal knowledge and growth. Living by this has and is letting me achieve my goals and helps me to 
stick to my passions.  
 
aȅ ǇŀǊŜƴǘǎ ǿŜǊŜ ǾŜǊȅ ǎǘǊƛŎǘ ǿƘŜƴ L ǿŀǎ ŀ ŎƘƛƭŘΦ LΩǾŜ ŀƭǿŀȅǎ ƘŀŘ ŀƴ ƻǳǘƎƻƛƴƎ ŀƴŘ ŎǳǊƛƻǳǎ ǇŜǊǎƻƴŀƭƛǘȅ ōǳǘ 
this conflicted with theirs. I was limited to opportunities. As a result of being restricted, my desire to get 
ƛƴǾƻƭǾŜŘ ŀƴŘ ǘŀƪŜ ŎƘŀƴŎŜǎ ǿŀǎ ƻƴŜ ǘƘƻǳǎŀƴŘ ǘƛƳŜǎ ƳƻǊŜ ǘƘŀƴ ǿƘŀǘ ƛǘ ŎƻǳƭŘΩǾŜ ōŜŜƴΦ L ǿŀǎ ŀ ǎƘȅ ŎƘƛƭŘ 
but had a lot to say. 
 
When I was a sophomore in high school, a friend asked me to join her dance group to perform twice a 
ƳƻƴǘƘ ŀǘ ƘŜǊ !ǳƴǘΩǎ ƻǊƎŀƴƛȊŀǘƛƻƴΦ L ƭƻǾŜŘ ŘŀƴŎƛƴƎ ōǳǘ L ƴŜǾŜǊ ŘŀƴŎŜŘ ƛƴ ŦǊƻƴǘ ƻŦ ŎǊƻǿŘǎ ǳƴǘƛƭ ǘƘŜƴΦ ¢Ƙƛǎ 
was really the first year that I did something big outside of my comfort zone. I remember I felt fear and 
excitement as I looked out from behind the curtains at my first show and saw hundreds of people 
ǿŀƛǘƛƴƎΦ L ǘƻƭŘ ƳȅǎŜƭŦ ƛŦ L ǿŀǎƴΩǘ ƎƻƛƴƎ ǘƻ Řƻ ǘƘƛǎΣ L ǿƻǳƭŘ ƴŜǾŜǊ ƎŜǘ ǳǎŜŘ ǘƻ ǘƘŜ ƛŘŜŀ ƻŦ ōŜƛƴƎ ƛƴ ŦǊƻƴǘ ƻŦ 
people or acknowledge the potential of my natural talent.  Most importantly, I would never challenge 
myself. As I danced in front of those people, I realized a new level of self-confidence and I was eager to 
apply it to other things. 
 
Every year since then, I made it a goal to do something outǎƛŘŜ ƻŦ Ƴȅ ŎƻƳŦƻǊǘ ȊƻƴŜΦ Lǘ ŘƛŘƴΩǘ ƘŀǾŜ ǘƻ ōŜ 
ōƛƎ ŀƴŘ L ŘƛŘƴΩǘ ƘŀǾŜ ǘƻ ƭƛƪŜ ƛǘ ƛƴ ǘƘŜ ŜƴŘΦ ²Ƙŀǘ L ǿŀƴǘŜŘ ǿŀǎ ǘƻ ǎŜŜ Ƙƻǿ ǘƘŜ ŜȄǇŜǊƛŜƴŎŜ ŀŦŦŜŎǘŜŘ Ƴȅ 
knowledge and growth. I have done many things, from acting and doing monologues, actively 
volunteering in the African-America, Hispanic and Pilipino communities, going to California to study, 
work in the music industry and dance on national television, get involved in leadership positions to build 
programs and do outreach, start new businesses and joined campaigns traveling throughout Minnesota 
and surrounding states to do public speaking and fundraising, just to name a few. Many people do this 
in general because they want that experience. I did, but I also believed in the power of how it can 
reduce fear and replace it with courage. 
 
¢ƘŜ ǘƘƛƴƎǎ L ŘŜŎƛŘŜ ǘƻ Řƻ ŀǊŜ ŘǊƛǾŜƴ ōȅ Ƴȅ Ǉŀǎǎƛƻƴ ƻǊ ƛƴǘŜǊŜǎǘΣ ǎƻ L ŘƻƴΩǘ Ƨǳǎǘ ǇƭŀŎŜ ƳȅǎŜƭŦ ƛƴ ǎƛǘǳŀǘƛƻƴǎ 
without at least considering my curiosity for it. The most rewarding thing from it all is the feeling 
afterwards. Even if I didnΩǘ ŜƴƧƻȅ ŜǾŜǊȅ ŜȄǇŜǊƛŜƴŎŜ ƻǊ ƻǳǘŎƻƳŜΣ L ƘŀǾŜ ŀƭǿŀȅǎ ƎƻǘǘŜƴ ǎƻƳŜǘƘƛƴƎ 
meaningful out of everything because stepping outside of my comfort zone is about discovering my 
potential.  
 


