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Introduction
For the past ten years, The Wilderness Support Center has played an integral role in broadening and deepening 
the grassroots movement devoted to protecting America’s most wild places. Key to that effort has been invest-
ing in a generation of advocates with a diverse range of skills — from organizing to partnership building to stra-
tegic communications — that can develop and execute sophisticated, multi-faceted land protection campaigns.

The benefits of this initial training and mentoring have been substantial. Over ten years, The Wilderness Sup-
port Center has trained and mentored hundreds of land protection campaigners working across the country, 
from California to New England. These leaders have been crucial to the success of wilderness campaigns in 
every western state — as well as a number of campaigns in the Mid-West and East — adding more than eight mil-
lion acres to the Wilderness Preservation System. These campaigns in turn have engaged tens of thousands of 
small business owners, teachers, ecumenical leaders, locally elected officials, Members of Congress, ranchers, 
and others, significantly expanding the network of concerned citizens involved in land protection. 

As our community looks into the next decade — and as we prepare to celebrate the 50th anniversary of the Wil-
derness Act — we see many challenges and opportunities before us. To address the myriad threats that put wild 
places at risk — and attract an ever-widening circle of Americans to the movement — land protection advocates 
must be as sophisticated as ever before in shaping public policy, engaging communities, communicating risks, 
as well as in forging solutions around restoration and stewardship. Key challenges and opportunities include:

• shaping Wilderness designation bills that address a far larger range of issues that in the past, includiw ng 
land use and wildlife protection at lower elevations, green energy projects and sustainable forestry, as well 
as responsible recreation;

• grappling with the potentially devastating impacts of climate change, which for land protection advocates 
means: fully understanding models that predict changes to ecosystems; working with scientists, public 
land officials, policymakers, and community leaders to develop and promote mitigation strategies, as well 
as communicating the complex science of climate change as it relates to land protection;

• engaging a wide range of stakeholders — from ranchers to hikers to outfitters to agency officials — in bal-
ancing recreation, restoration, and wildlife protection on public lands;

• forging new partnerships with small business owners, utilities, public land officials, and others to find ways 
to find ways to support green energy development while protecting public lands; and

• finding common values with youth and families in urban areas, who are more than ever aware that land 
conservation is critical to their quality of life, especially in providing clean water and addressing air pollu-
tion.

Training and mentorship will be critical to not only recruiting leaders, but also in taking the skill set of experi-
enced campaigners to the next level. Right now there are a number of effective “one-stop” or “drive-by” train-
ings available to campaign leaders, but there is no rigorous, comprehensive, and sustained effort to recruit, 
train, and mentor professionals to champion the land protection agenda into the future. And so, we stand to be 
unprepared for the upcoming challenges.

The Wilderness Support Center proposes to create that program — to recruit, support, and retain the next 
generation of land protection campaigners over the long term. This program will expand upon the training and 
mentoring activities that the Wilderness Support Center already offers, setting up systems of learning that 
build skills for activists, that encourage creativity and thoughtful planning, that provides activists at all levels 
with mentors and learning peers, and that ultimately builds an energized community around wildland protection.
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Training and mentoring just one Wilderness leader has a strong and wide 
ripple effect on the movement, for each of these professionals is integral 
to recruiting hundreds of citizens and the engagement of powerful al-
lies — small business owners, ranchers, locally elected officials, students, 
sportsmen, and Congressional leaders. This is the wider community that 
has flexed its muscle to achieve historic victories over the past decade.

Examining Successful Models
The first step in developing such an ambitious initiative is to examine successful models for training and men-
torship. Thus, over 18 months, Michael Carroll of The Wilderness Support Center and Anne M. McCaw of One 
Bright Bird Consulting, LLC studied a wide variety of training programs from all different sectors (corporate, 
government, and nonprofit), looking at and evaluating underlying teaching approaches, infrastructure needs, 
impacts, evaluation processes, common challenges, and costs.

Starting with a scan of 80 such programs — including fellowships, leadership development programs, e-learning 
platforms, and mentoring activities — and Michael and Anne ultimately developed in-depth profiles of six well-
regarded, comprehensive programs for students, young adults, and nonprofit professionals that combine a va-
riety of activities, from formal training to mentoring to hands-on learning projects. The criteria used to choose 
these research targets were:

• Each program is intensive, comprehensive and long term, providing extended training over at least a six-
month period. At the very least, activities include workshops and mentoring. Most go beyond and include 
peer learning, team building, as well as real-world project design and execution.

• The suite of programs offers a variety of models and philosophies for training, including residencies, simu-
lation training, and structured internships. 

• These programs reach a range of stakeholders and several have a focus on engaging individuals of diverse 
backgrounds.

• These programs focus on building a range of skills to serve communities, organize politically important 
constituencies, create communication materials, and to manage and grow nonprofit organizations.

• Each has structured different kinds of partnerships with a wide variety of institutions, including nonprofit 
organizations, training consultants, corporations, universities, and the federal government.

• These programs are prestigious and well funded, and have a proven track record of success as measured 
by qualitative and quantitative measures.

The programs profiled are:

• Wyss Foundation’s Scholars Program for the Conservation of the American West

• Center for Community Change Generation Change

• International Fund for Animal Welfare/Defenders of Wildlife Emerging Wildlife Conservation Leaders

• Rockwood Leadership Program

• AmeriCorps National Civilian Community Corps

• Stanford University’s Service Learning Program, a program of the Center for Social Innovation

Training and mentoring just 
one Wilderness leader has a 
strong and wide ripple effect 
on the movement, for each of 
these professionals is integral 
to recruiting hundreds of 
citizens and the engagement 
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In addition, Anne M. McCaw has provided a briefing paper on Greenpeace’s student training activities.
It is important to note that most of these programs are less than ten years old; four of the six are less than five 
years old. The relative newness of these programs seems to indicate that progressive organizations have only 
recently come to recognize the importance of comprehensive, long-term training.

Take-Away Lessons
While looking at different models of training, our research revealed many commonalities between programs, 
including common challenges to building them. The following is a preliminary analysis of lessons learned, which 
reveals a road map for creating a training initiative that will provide a unique, 
meaningful learning experience for wilderness activists.

•	All	of	the	programs	researched	adopt	what	 is	known	as	a	blended	
learning	 model, combining formal classroom training, a real-world 
learning project/campaign that applies concepts learned in the class-
room, on-the-job training from supervisors and colleagues while execut-
ing the learning project, mentoring from peers and supervisors, and the 
creation a learning community among participants. According to training experts, this is the most success-
ful kind of model for absorbing learning over the long term.

•	A	sustained,	long-term	training	and	mentoring	program	provides	a	unique	opportunity	to	build	and	
strengthen	relationships	with	partner	groups	of	all	sorts.	By helping partners develop and execute 
learning projects for trainees, partners build new capacity in training and management, besides building 
the obvious new capacity in campaigning that ultimately benefits the entire movement.

•	The	investment	in	building	relationships	with	partner	groups	who	can	help	supervise	and	train	is	
therefore	critical	to	the	success	of	the	training	program.	Almost every training program we researched 
put significant resources in vetting and engaging partner groups. Most required a written agreement of 
some sort. Almost everyone interviewed strongly recommended that partners make an investment in the 
training program to match the resources provided by the training organization. Ideally, partners provide 
some financial support, even if just to cover insurance and benefits for trainees as they work on learning 
projects. At the very least, partners must commit to providing a supervisor, engaging in project planning, 
and in evaluating training activities.

•	An	initial	classroom	training	in	a	retreat	setting	is	an	effective	way	to	immerse	trainees	in	the	pro-
gram	by	taking	them	away	from	their	everyday	responsibilities. The retreat also provides a setting for 
team building and collaboration by bringing everyone together to interact in and outside the classroom.

•	 In	fact,	trainees	benefit	from	as	much	face-to-face	interaction	with	their	fellow	trainees,	supervi-
sors,	and	mentors	as	possible. On average, longer-term training programs (those that encompass a year 
or more of training and mentoring) bring together trainees at least twice during the program. Trainees will 
always crave more.

•	Engaging	both	partners	and	trainees	in	project	planning	for	a	substantive	learning	project	is	also	
critical	to	the	success	of	a	long-term	training	program. A written project plan that outlines objectives 
for the project, as well as deliverables and responsibilities, establishes a relationship between trainees 
and partner groups, sets the parameters of work, and gives space for creative thinking for both partners 
groups and trainees.

•	Beyond	technical	training	to	build	a	skill	set,	trainees	greatly	benefit	from	career	planning, including 
conversations with a mentor to develop career goals, a 360-degree evaluation to assess strengths and weak-

All of the programs 
researched adopt what 
is known as a blended 
learning model.
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nesses, and individualized support from training staff to meet learning and professional development goals.

•	Training	will	constantly	evolve,	depending	on	the	skill	set	and	experience	of	trainees	coming	into	the	
program,	the	needs	of	partner	groups,	and	the	dynamics	of	the	social	change	movement	in	which	
trainees	and	training	organizations	are	engaged.	The Wilderness Support Center should therefore build 
in significant time and resources for evaluation at every stage of the training program. Trainees should be 
deeply involved in the evaluation process, helping to record their experi-
ence and give feedback on different aspects of training.

•	An	end-goal	of	the	entire	training	program	should	be	to	create	an	
infrastructure	of	continual	 learning,	where alumni continue to work 
with one another to exchange information, where trainees continue to 
interact with mentors and trainers, and where alumni impart their new 
learning to their colleagues in the field. There are a number of tools 
available now to facilitate continual learning, including blogs, wikis, and community bulletin boards. It 
would be enormously beneficial to create opportunities for face-to-face interaction after the training pro-
gram is complete.

•	Most	of	the	programs	researched	are	in	the	process	of	creating	alumni	networks,	and	no	one	had	
substantive	advice	on	the	best	way	to	do	so. Most are trying to employ social networking sites with 
mixed success. The more successful approaches noted were engaging alumni in mentoring new recruits 
and involving alumni in executing new learning projects. In the corporate world, communities of practice 
that involve formal meetings and online collaboration after training pro-
grams end seems to be an effective method for ongoing engagement.

•	Mentors	and	supervisors	also	need	training	and	support	to	provide	a	
challenging	and	nurturing	learning	environment	for	trainees. At the 
very least, The Wilderness Support Center should create an infrastruc-
ture for communication among mentors and supervisors.

•	Recruiting	 trainees	 from	within	 the	community	should	not	be	dif-
ficult.	None of the programs profiled needed to develop comprehensive 
marketing programs; rather, they were able to find training candidates 
by word of mouth. Reaching out beyond the conservation circle is far 
more difficult, requiring a thoughtful marketing strategy and additional 
resources to support candidates who are not already engaged or edu-
cated in advocacy and conservation ideals.

•	At	the	very	minimum,	the	training	program	needs	two	full-time	supervising	staff:	(1) a director to 
design, evaluate, and refine training activities; to build partnerships with trainers and partner organiza-
tion; and, to provide support to both trainers and participants; and (2) a coordinator to design and main-
tain administrative systems and to provide additional support to trainers and trainees. If the Wilderness 
Support Center decides that an investment in online learning tools is a 
priority, a third staff person dedicated to customizing these tools would 
be prudent. There are numerous consultants available for this work, al-
though they can be expensive and The Wilderness Support Center will 
most likely need their continual assistance.

•	Another	 critical	 piece	 of	 infrastructure	 is	 an	 advisory	 committee	
comprised	of	training	experts	and	conservation	leaders	that	can	as-
sist	in	identifying	training	needs,	recruiting	participants,	and	refin-
ing	curriculum.	Team leaders throughout the conservation community 
are also incredibly important resources for identifying emerging training 
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needs. Alumni and current trainees may be important voices in the development and evolution of training 
as well, as can be seen in examining the Stanford University business school’s Service Learning Program.

•	The	Wilderness	Support	Center	does	not	need	to	develop	a	training	program	from	scratch.	There are 
a number of potential partners we have identified, including:

- The Wyss Foundation, especially in developing a simulation training model that would take trainees 
through a virtual wilderness campaign;

- Rockwood Leadership Program in designing a leadership training program for those trainees that dem-
onstrate leadership potential;

- Corporations, such as American Express, that run development leadership initiatives for nonprofit pro-
fessionals;

- Software companies that have developed and customized online learning and collaboration tools;

- Midwest Academy in designing a campaign planning model that trainees use to develop their learning 
projects;

- Defenders of Wildlife, which has developed a pilot training program and engaged a stellar list of conser-
vation leaders engaged in training and mentoring efforts;

- Any number of universities with public policy and/or environmental advocacy programs for creating a 
curriculum and for training trainers; and, 

- Universities that have established structured service learning programs, where students partner with 
faculty and nonprofit organizations to develop a learning project; these service learning programs are 
pipelines to enthusiastic and proactive students who are the next generation of nonprofit leaders.

The Most Significant Take Away:  
Impact on People, Organizations, Communities
Whether the effectiveness of impact of the programs have been fully 
measured yet or not, these profiles illustrate a number of key benefits to 
investing in training and mentoring. Specifically, an investment in training 
and mentoring has helped grow and improve campaigns, building engaged 
and activated networks of activists, and creating new capacity within or-
ganizations. The initial conclusion these organizations have made is that 
they are making a profound and long-term investment in people, orga-
nizations, and communities that advance social change. Here are a few 
ways in which to measure the impact quantitatively:

• For the Center for Community Change, Generation Change was criti-
cal to the success of its community voting project in the short term 
and over the long term to cultivating partnerships with grassroots partners across the country. In 2008, 21 
fellows organized get-out-the-vote activities over a six-month period focused on impoverished communi-
ties in 16 states. They helped register 66,000 people and contacted voters more than 500,000 times. Over 
the three year period since Generation Change launched, the Center for Community Change has initiated 
relationships with 1,600 partner organizations in 18 states, partners that the Center now leverage in their 
overarching campaigns and programs.

• Greenpeace activities to train and mentor student activists has created a vibrant, active, and effective 
network of activists. Since expanding the program in 2004, Greenpeace has built a network of 20,000 

Specifically, this investment 
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students who engage in campaigns and days of action during the school year. Approximately 250 students 
are on call to lead days of action, and 100 students serve as campus coordinators, organizing campaigns 
and days of action on campuses across the country. In addition, Greenpeace rigorously train 75 students 
each year, 80 percent of whom remain engaged with Greenpeace throughout their college career. Green-
peace credits students with convincing the largest paper company in the world, Kimberly-Clark, to agree-
ing to the most progressive sustainability policy in the world, one that commits the company to producing 
all paper products out of recycled material by 2012. The benefit to the organization has also been signifi-
cant in terms of bringing on new talent; 15 current staff members got involved in Greenpeace while on 
campus.

• After 15 years of engagement with young people between the ages of 17 and 24, The AmeriCorps National 
Civilian Community Corps (NCCC) has now grown to recruit 1,200 participants a year who have a profound 
impact on volunteerism. Each AmeriCorps NCCC participant recruits 111 volunteers to engage in social 
service activities. That means that the National Civilian Community Corps is recruiting at least 12,000 
volunteers each year. Moreover, AmeriCorps NCCC alumni remain engaged in social service. According to 
a series of studies they have conducted, 60 percent of AmeriCorps NCCC alumni choose careers in the 
public sector. The National Civilian Community Corps alone currently employs 12 alumni of the program.

• Since 2000, the Rockwood Leadership Institute has provided training to 2,200 social change leaders and 
advocates, working at the most prestigious organizations in the country and across 41 states. Alumni work 
for the Center for Community Change, Consumers Union, The Wilderness Society, National Gay and Les-
bian Task Force, Moveon.org, AFL-CIO, Alaska Center for the Environment, Amnesty International, Ashoka, 
among many others. Six alumni now work for the Obama Administration.

There are myriad qualitative benefits as well, ranging from raising awareness (students involved in the Green-
peace Organizing Term routinely credit Greenpeace with building a new awareness around and urgency to en-
gage in the climate change debate) to initiating a dialogue around diversity within movements and organizations.

Looking Backward and Forward
Everyone interviewed assert that training and mentoring programs are essential to the long-term future of 
social change movements. This assertion is well founded by looking backward at the investment that the con-
servative movement has made in training and mentoring. 

In 1971, Lewis Powell (who would later become a Supreme Court justice) wrote a memo to the Director of the U.S. 
Chamber of Commerce outlining a plan to reverse the liberal influences over public policy, specifically around 
regulation of business. One of his key recommendations was creating a counter balance to liberal education, 
providing academic and real-world opportunities for young people to steep themselves in conservative ideals. 
Many conservative financiers and business leaders took his advice to heart, resulting in the creation of think 
tanks like the Heritage Foundation, the Manhattan Institute, the Cato Institute, Citizens for a Sound Economy, 
and Accuracy in Academe. These institutions in turn have poured tens of millions of dollars into internships 
and mentorship programs. As a result, a wave of conservative activists and academics were groomed, gaining 
access and position to the highest levels of government. Among them are 
Carl Rove, Grover Norquist, and Ralph Reed.

This investment in education, training, and mentorship continues — with 
spending at conservative organizations far outpacing progressive groups. 
As of 2006, conservative organizations spent approximately $40 million 
annually on such programs1 . In the same year, progressive organizations 

1 This figure comes from Investing in Progressive Leadership Development: Building a Movement, a draft report prepared in 2006 for 
Young People For
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invested a tenth of that amount, around $4 million annually. In 2009, spending on leadership development 
and training at two of the most visible conservative organizations — the Leadership Institute and The Heritage 
Foundation — totaled approximately $23 million. In the same year, two of the most visible progressive organiza-
tions — Wellstone Action and the Center for Progressive Leadership — spent $5.7 million on similar leadership 
development and training activities2. 

The assertion also holds true as the nonprofit sector looks forward to address an on-coming leadership gap. 
In 2006, The Bridgespan group predicted that the nonprofit sector would need to fill somewhere between 
330,000 and 640,000 senior management positions over the next decade, accounting for restricted growth in 
the sector. 

Since then, CompassPoint Nonprofit Services, the Annie E. Casey Foundation, and the Meyer Foundation fol-
lowed up on this initial study to survey nonprofit professionals on their readiness to lead. One of the most 
commonly sited barriers to leadership is “lack of mentorship and support…in helping to pave a career path….”

The founders of the Wilderness movement asserted 50 years ago that the 
strength of our community lies in its people. This is as true today as it was 
then. To invest in the movement’s greatest asset, The Wilderness Support Cen-
ter proposes its own model for training and mentoring with three interlinked 
components. To recruit new Wilderness advocates, The Wilderness Support 
Center will offer a two-year fellowship that immerses ambitious young activ-
ists in all aspects of public land advocacy. To support campaigners already in 
the movement, The Wilderness Support Center will expand its current range 
of professional development activities, partnering with leadership institutes and capacity-building groups to 
provide new tools and networking opportunities. And to retain the immense talent who have long invested in 
the movement, The Wilderness Support Center will create a research sabbatical program, giving leaders time 
away from day-to-day tasks to investigate new trends in land protection and brainstorm new strategies with 
their peers. This model is shaped by the training and mentoring programs profiled.

To move forward to protect wild places over the next 50 years, all three generations of wilderness advocates — 
past, present, and future — must work together overcome the challenges and threats facing public lands. They 
need a wider range of training and support over the long term to make this collaboration work. With these 
resources, they will make a Wild Forever Future possible.

2 These figures come from the 2008 and 2009 Form 990s for the organizations cited.

As stated in the Bridgespan report The Nonprofit Sector Leadership Gap:

“The leadership deficit looms as the greatest challenge facing 
nonprofits over the next ten years.”
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METHODOLOGY AND FORMAT OF 
RESEARCH PROFILES 
Information for the following profiles was compiled from three primary sources: (1) interviews with program 
directors and alumni, and (2) material available on websites, fact sheets and marketing materials describing 
programs, and assessments commissioned to evaluate the effectiveness and impact of programs.

For each research profile, a summary description of the program is provided, along with an initial analysis, an-
swering the following questions:

• How is this program unique?

• How effectively does the organization link training/mentoring to its mission?

• What are the flaws and/or gap in activities of this program?

• What are the take-away lessons for The Wilderness Support Center?

Each in-depth profile outlines the following aspects of training and mentoring activities:

• Mission and Philosophy

• Demographics/Target Audience

• Curriculum Development

• Partners and Networking

• Impact and Lessons Learned

• Costs

There is, of course, more to be said and studied about any of these programs. The Wilderness Support Center 
appreciates any feedback and/or questions you may have.

Information is up to date through October 2009.
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THE WYSS FOUNDATION
The Wyss Scholars Program for the Conservation of the American West

Summary Analysis
The	purpose	of	The	Wyss	Scholars	Program	is	to	 identify	and	nurture	a	new	generation	of	 leaders	on	
western	land	conservation	issues. There are two different components to this fellowship program: (1) a schol-
arship to pay half of tuition costs for a Master’s degree in conservation, as well as a small stipend ($5,000) to 
participate in a summer internship with a conservation organization; and (2) a two-year, fully paid fellowship 
that includes leadership training and mentorship for those with one or two years experience in conservation. 

HOW	IS	THIS	PROGRAM	UNIqUE?

• The Wyss program is one of the few (if only) leadership fellowships focused on land protection.

• The simulation curriculum that the foundation plans to develop — which place fellows in a simulated land 
protection campaign — is a unique component of this fellowship, and there may be an opportunity for The 
Wilderness Society to help shape that curriculum and potentially use it for its trainees.

HOW	EFFECTIVELY	DOES	THE	ORGANIzATION	LINK	TRAINING/MENTORING	TO	ITS	MISSION?

• The foundation fills a gap in implementing its own programs by nurturing a pool of conservation leaders.

• It will be interesting to see how the leadership training component of the fellowship develops. Will the 
foundation develop its own unique philosophy for conservation leadership? How will that mesh with the 
styles and philosophies of grantees?

WHAT	ARE	THE	FLAWS	AND/OR	GAP	IN	ACTIVITIES	OF	THIS	PROGRAM?

• A foundation is always in a power position with its partner organization, so the danger with this program is 
that partner organizations may not have the opportunity to shape fellowship projects to meet their needs. 
Moreover, partner organizations may feel compelled to stick to the foundation’s vision of leadership rather 
than share their own.

• The foundation does not provide training to the mentors at the host organizations; rather the onus is 
placed on the host organization to provide a mentor/supervisor. The need for formal mentorship training 
may become apparent over time, for mentors may implicitly be expected to provide a level of training and 
supervision that they may not provide to other staff.

• There is some possibility that partner organizations more readily provide funding for the fellowship be-
cause of the foundation/grantee relationship. Partners may not be as ready to do the same with another 
nonprofit organization.

WHAT	ARE	THE	TAKE-AWAY	LESSONS	FOR	THE	WILDERNESS	SUPPORT	CENTER?

• The League of Conservation Voters’ Environmental Leadership Institute is an exciting training model that 
is worth investigating, and it may make sense to partner with The Wyss Foundation to help customize the 
model for training leaders in the land protection movement.
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• A financial investment from partners may be necessary to ensure the best experience for trainees.

• There is a challenge between filling the needs of campaigns and ensuring that trainees receive the most 
rewarding and educational experience as part of a campaign.

Program Description
The Wyss Foundation is a private, charitable foundation dedicated to land conservation in the Intermountain 
West. The foundation was founded in 1999 by Hansjorg Wyss, president of Synthes, a major medical device 
manufacturer. The foundation has invested deeply in grassroots land protection organizations across the West, 
as well as The Wilderness Society, to advance land protection campaigns.

Sources of information 

• interview with Matt Hollamby, Program Officer at The Wyss Foundation

• The Wyss Foundation website: http://www.wyssfoundation.org

Overview of The Wyss Scholars Program for the Conservation of the American West

The purpose of The Wyss Scholars Program is to identify and nurture a new generation of leaders on western 
land conservation issues by providing financial support to students in Master’s degree programs related to land 
conservation. The program supports students who are enrolled in Master’s programs at participating universi-
ties, and who have demonstrated a commitment to careers as practicing conservationists of western land, ei-
ther with a federal or state land management agency or a non-profit conservation group working in the region.

• There are two different components to this fellows program: (1) a scholarship to pay half of tuition costs 
for a Master’s degree in conservation, as well as a small stipend ($5,000) to participate in a summer in-
ternship with a conservation group and (2) a two-year, fully paid fellowship that includes leadership train-
ing and mentorship for those with one or two years experience in conservation that includes leadership 
training and mentorship.

• First-year master’s degree students from Yale University’s School of Forestry and Environmental Studies, 
University of Michigan’s Center for Conservation Policy, the University of Montana’s College of Forestry 
and Conservation or its Program in Environmental Studies, and Northern Arizona University are eligible 
for the scholarship.

• Eight scholarships are awarded on the basis of dedication (i.e., some demonstration of a commitment to a 
career in conservation), need for financial support, and merit based on the candidates’ grades and stand-
ing at the university.

• The fellowship program recently launched with five fellowships. Fellows receive two years of support with 
a host organization. An organization that wishes to host a fellow must submit an application describing 
the project that the fellow will be working on, identifying a primary mentor at the organization, and outlin-
ing the organization’s philosophy of leadership that they will teach the fellow. They also must provide 20 
percent of the funding for salary and benefits.

• In addition, the Foundation supports a range of leadership training, including a week-long retreat. For now, 
this training program seems fluid, designed in consultation with the host organizations. The Wyss Founda-
tion has considered partnering with the League of Conservation Voters to create a “boot camp” for fel-
lows, during which fellows are taken through a simulated land protection campaign. The foundation is also 
working with Training Resources for the Environmental Community (TREC) to develop training workshops.
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Mission and Philosophy

The Wyss Foundation started a fellowship program shortly after establishing itself, placing individuals with 
organizations that it was funding. The foundation helped develop the job description for these positions and 
placed them strategically to support campaigns that the foundation helped conceive. As Matt Hollamby put it, 
it was a “happy accident” when these fellows were hired on by their host organization and stayed within the 
conservation movement.

The Wyss Foundation then made a major investment in a broad campaign to expand the National Conservation 
Landscape System. In order to get the campaign off the ground, the foundation offered project grants to vari-
ous organization with the expectation that these grantees would hire staff solely dedicated to the campaign.

However, there was a great challenge in finding people to fill these campaign positions. In some cases, it would 
take a year or more to find the right person. Hence, the foundation has decided that it is necessary to more 
deeply invest in both training and retaining emerging conservation leaders.

Since the latest iteration of the program only recently launched, the foundation is exploring a leadership phi-
losophy. For now, the host organization takes the lead in articulating a philosophy that staff plan to instill in the 
fellow. There is a holistic approach to leadership training; fellows are not only expected to gain experience in 
engineering a campaign but also in the mechanics of running an organization. Fundraising is cited as one of the 
kinds of activities that the Foundation hopes fellows will undertake, for example.

Demographics/Target Audience

The focus of the scholarship program is students at the universities with established and reputable conserva-
tion programs (Yale University, University of Montana, University of Michigan, and Northern Arizona University) 
and those who have started their careers in conservation.

For the two-year fellowship, the Wyss Foundation is putting the onus on sponsoring organizations to recruit 
and interview candidates. According the job posting for a Climate Adaptation Fellow at Trout Unlimited, fellows 
are expected to have a bachelors degree, an advanced degree, and some professional experience in natural 
resource management, water and law policy, and/or land protection.

Curriculum Development

The Foundation is in the process of developing a leadership curriculum for the fellowship program. Their pri-
mary partners are the League of Conservation Voters and Training Resources for the Environmental Commu-
nity (TREC).

The League of Conservation Voters (LCV) has created an Environmental Leadership Institute, described as fol-
lows (from the LCV website):

“Environmental Leadership Institute (ELI) is a rigorous program for strengthening individual 
campaign skills. An intensive five-day program, the ELI engages participants through a combi-
nation of workshops and a challenging simulation exercise. Each evening, participants apply the 
lessons of the day’s workshops during their group simulation work allowing them to internalize 
the information for greater retention. Participants work in teams throughout the week, producing 
comprehensive campaign plans based on fictional political scenarios. Participants acquire hands-
on experience with the following professional skills: strategic planning, message creation, meet-
ing facilitation, fundraising, budgeting, negotiating, earned media, audience targeting, the use of 
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polling data, message discipline, decision-making, and group dynamics. The specific qualities of 
leadership that are developed and improved are:

•  thinking and executing plans strategically; 
•  ability to identify, recruit, and mobilize people and resources to win; 
•  developing a compelling message and communicating persuasively; 
•  understanding the relationship between products and process; and, 
•  identifying your individual strengths and weaknesses as a leader.”

TREC offers out-of-the-box and customized training for environmental groups, with a focus on capacity-build-
ing activities. Topics include fundraising, leadership development, organizational effectiveness, and evaluation 
design. They work exclusively with western organizations focused on western conservation issues. Both The 
Wyss Foundation and the Wilburforce Foundation have established a relationship with TREC for training ser-
vices for their grantees.

For current fellows, The Wyss Foundation is working with host organizations — Trout Unlimited, Friends of the 
Desert Mountains, Oregon Natural Desert Association, and Wyoming Outdoor Council — to create a training 
program. 

Partners and Networking

The foundation’s primary partners are the universities and the range of grantees where the foundation places 
its fellows. In addition to applying for fellows, hosting organizations are asked to make an investment in the 
fellows; they must supply 20 percent of fellow’s salary and benefits. Matt Hollamby feels that this matching 
donation on the part of the organization is critical for buy-in to the program and to ensure that fellows receive 
a quality experience. So far, host organizations have not expressed a concern about the financial contribution; 
as Matt put it, “They didn’t blink.”

Impact and Lessons Learned

The fellowship is in its infancy; however, the foundation plans to track scholarship recipients and fellows for at 
least 42 months after graduating the programs. In particular, the foundation is interested to see if participants 
stay in the land protection movement.

In creating this new fellowship program, Matt Hollamby did a scan of similar fellowships. Matt offered the fol-
lowing pieces of advice, gleaned from past experience and his research:

• Partner organizations should make some sort of financial investment in the fellow, which helps cement the 
partnership and ensures that all partners are involved in training and mentoring participants.

• The focus of such programs must be on the individual participants and their needs, rather than the needs 
of campaigns. Such a program should adjust to the learning and development pace of each individual.

Costs

For the scholarship program, the foundation is spending between $30,000 and $40,000 per participant. For 
the fellowship program, the foundation is spending around $100,000 per participant.
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To expand the program, the foundation is considering developing its own “boot camp” simulation/training pro-
gram, based on the League of Conservation Voters model. To contract with the creators of the program for a 
new, tailored version, the foundation expects to pay between $10,000 to $14,000 for the curriculum alone. The 
full training is expected to cost $80,000, including facilities, trainers, lodging, and transportation.

 



CENTER FOR COMMUNIT Y CHANGE
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CENTER FOR COMMUNITY CHANGE
Generation Change

Summary Analysis
Generation	Change	recruits,	trains,	and	supports	tomorrow’s	grassroots	organizers	and	leaders	to	con-
front	the	challenges	of	poverty	and	injustice	in	the	21st	Century. There are three levels of training provided 
to community organizers and emerging leaders: (1) a ten-week internship held in the summer for those with 
some, but limited, field experience; (2) a six-month fellowship where participants are placed with organizations 
across the country; and, (3) individualized training and mentoring for select individuals already committed to 
community organizing.

HOW	IS	THIS	PROGRAM	UNIqUE?

• Generation Change is establishing a unique network of activists and community organizations, intercon-
nected in efforts to build a new generation of community organizers and to build capacity to address a 
range of issues that impact communities.

• Generation Change seems to put into practice much of the rhetoric around empowering individuals from 
different backgrounds and different walks in life. Staff dedicate themselves to setting up interns and fel-
lows to succeed and put in the time and energy to address the unique challenges of each intern and fellow 
— some of which is inevitably attributed to different cultural experiences.

HOW	EFFECTIVELY	DOES	THE	ORGANIzATION	LINK	TRAINING/MENTORING	TO	ITS	MISSION?

• While a little less deliberate at this time, the program seems to link directly to the Center for Community 
Change’s mission to empower individuals within communities. It is interesting that one of the key adjust-
ments for the program will be to integrate the interns and fellows more firmly into the Center for Com-
munity Change’s overarching campaigns.

• The engagement of fellows in the Center’s community voting projects appears to be an example of this 
integration. Fellows assisted the organization in registering more than 66,000 voters in impoverished 
communities in 16 states.

WHAT	ARE	THE	FLAWS	AND/OR	GAP	IN	ACTIVITIES	OF	THIS	PROGRAM?

• We did not discuss with program staff any mentoring system. It’s clear that supervisors are expected to 
serve as mentors and that Generation Change staff put themselves in this role given the level of contact 
they have with interns and fellows. That said, there isn’t a formal training program for mentors, nor does 
there seem to be a formal pairing of interns and fellows with mentors.

WHAT	ARE	THE	TAKE-AWAY	LESSONS	FOR	THE	WILDERNESS	SUPPORT	CENTER?

• The investment in developing strong relationships with partner organizations, and carefully vetting them 
to ensure that both trainees and organizations build capacity, seems to be a critical component of such a 
program. The investment comes back in many different ways: (1) fully skilled and empowered young peo-
ple; (2) community organizations invested in a new generation of activists; and, (3) a unified and focused 
network of organizations working toward the same goals.



21The Wilderness Support Center: Models of Successful Training and Mentoring

• In comes as no surprise to learn that its takes $1 million and four or five dedicated staff to run a program 
with more than 40 interns and more than 20 fellows. Scaling up to this kind of program is difficult and 
resource intensive.

• It is critical to create a position for a sophisticated coordinator who can set up the variety of systems 
needed to facilitate recruitment and facilitation. Maria Theresa has offered to train whoever The Wilder-
ness Society brings on for such a position.

• Generation Change has also set up a rigorous self-evaluation system that is worth investigating further 
and mirroring. While somewhat time-consuming to set up and manage, staff get instant feedback on the 
program, as well as learn over time the ways in which interns and fellows are growing as a result of the 
program.
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Program Description
The Center for Community Change’s mission is to strengthen, connect, and mobilize grassroots groups to en-
hance their leadership, voice, and power. Founded in 1968 to honor the life and values of Robert F. Kennedy, the 
Center is one of the longest-standing champions for low-income people and communities of color. Working with 
grassroots community organizations across the country, the Center for Community Change creates a range of 
advocacy initiatives with a focus on poverty and social justice, providing expertise to strengthen local organiz-
ing and then linking groups together to create a unified and amplified voice in Washington, DC. Issues include 
immigration reform, housing, voting rights, and education.

Sources of infomation

• interview with Maria Theresa Del Rosario and Susan Chin

• website: http://www.communitychange.org/our-projects/generationchange

• evaluation of Generation Change internship program conducted by Mosaica (provided by Generation 
Change staff)

Overview of Generation Change

Generation Change recruits, trains, and supports tomorrow’s grassroots organizers and leaders to confront the 
challenges of poverty and injustice in the 21st Century.

There are three levels of training provided to community organizers and emerging leaders:

• A ten-week internship held in the summer for those with some, but limited, field experience. In addition 
to the field experience, interns attend a five-day orientation on community organizing. Throughout their 
field assignments, interns participate in bi-weekly phone calls with Generation Change staff to discuss and 
adjust work plans, as well as work through any challenges that interns are facing. In 2008, 47 interns were 
placed with 47 organizations across the country. Interns are paid a stipend of $400 a week.

• A six-month fellowship for 21 individuals. They are placed with organizations across the country and 
throughout their fellowship participate in a number of intensive trainings, including a week-long orien-
tation into community and electoral organizing and three professional development trainings. Fellows 
receive a stipend of $500 a week in addition to health insurance. (As of October 2009, it appears that the 
fellowship program may be on hold. Funding may be a factor.)

• Individualized training and mentoring for select individuals already committed to community organizing. 
For example, Generation Change hosted a five-day training on immigrant organizing. Participants were 
charged a fee of $300 to attend, which covered registration, materials, and lodging.

• In addition, all participants are enrolled in the alumni association network, which includes a listserv, job 
search directory and talent bank for resumes, and gatherings across the country. Alumni are encouraged 
to help build the activities of the network, including hosting events.

Mission and Philosophy

The central premise of all of the Center of Community Change’s work is that people who are most affected by 
problems in their community must be involved in finding solutions to those problems. Generation Change adopts 
this philosophy as well, with a focus on engaging young people in communities where they have a deep connection.
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The core teaching principle of the program is the importance of relationship building in all forms, whether with 
colleagues, partner organizations, or constituents. Internships and fellowships are therefore focused on rela-
tionship building; in most cases, participants are involved in one way or another with engaging and recruiting 
concerned citizens, whether it is voter education and registration, immigration issues, or health care. Likewise, 
the staff devotes significant time and energy towards cultivating relationships with organizations hosting in-
terns and fellows, as well as on creating a rapport with individual participants. That said, there is a sense of 
mutual responsibility; while Generation Change staff provide support, partner organizations have a responsibil-
ity to provide a meaningful experiences for interns and fellows. And interns and fellows are expected to take 
responsibility for their own experience.

Demographics/Target Audience

Generation Change targets young people between the ages of 18 and 40. The first class of participants was 
comprised of 24 interns. The second class was comprised of 42 interns and 21 fellows. The most recent class is 
predominately female (73 percent) and predominately people of color (85 percent).

Background in and ties to particular communities are of top importance in selecting interns and fellows. Given 
the nature of community organizing — that “dropping in” an organizer is far less effective than grooming some-
one who is from and understands a community — Generation Change wants to ensure that interns and fellows 
are securely imbedded in communities and have made a long-term commitment to them. A commitment to and 
a demonstration of experience in organizing or leadership is another important criteria.

Candidates for both the internship and the fellowship go through a fairly rigorous screening process. Candi-
dates must submit an extensive questionnaire, which includes essay questions. They must also include two 
letters of recommendation with their applications. Generation Change staff review applications and follow up 
with a narrower pool of strong candidates to schedule a phone interview.

Generation Change has created a strong network for recruiting interns and fellows. First, they are engaged with 
dozens of community groups across the country, and staff at these organizations can recommend candidates, 
especially for the fellowship. This is a win-win situation for Generation Change and the community organiza-
tion; the partner group is identifying a candidate in which they want to invest, and Generation Change identifies 
a candidate who is tied to a group and a community. About 50 percent of the fellows were chosen based on 
recommendations from partner groups. In addition, Generation Change maintains a database of 1,600 aca-
demic institutions to which they send intern and fellowship postings. Beyond simply distributing the postings, 
Generation Change staff visit key institutions, such as Historically Black Colleges and Universities, to describe 
the program and recruit students.

Curriculum Development

The core curriculum for the program is a multi-day session on various aspects of community organizing. In-
terns participate in a five-day introduction to community organizing. Fellows receive a more advanced week-
long training. In addition, Generation Change created a training specifically focused on organizing immigrant 
populations.

The key trainers are experienced organizers. The lead trainer is Gerald Taylor, who was the youngest president 
of the NAACP and a long-time organizer. Additional trainers are Ana Garcia Ashley of the Gamaliel Foundation 
(a nonprofit focused on training other nonprofits in community organizing) and Gabe Pendas of the Unites 
States Student Association. Training topics include an overview of community organizing, the mechanics of 
public policy and its relationship to community organizing, strategies in relationship building, and active listen-
ing. Fellows also received training in communications, fundraising, and a more advanced overview of public 
policy. Generation Change has also worked with the Midwest Academy, in particular bringing their methodology 
for developing campaign plans to their fellows and emerging leaders.
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The intern training is the only one at this point to be reviewed. Interns highly praised their training, in particular 
the diversity of trainers, including a young community organizer that they viewed as a role model. As described 
in an assessment by Mosaica (outlined in more detail in the Impact and Lessons Learned section of this profile), 
Generation Change is working off of the following lessons learned from the initial training held in 2007:

• Have a clearly defined external lead trainer;

• Keep a diverse training team in terms of age, experience, and organizing network;

• Provide an overview of the community organizing field early in the training;

• Ensure that everyone learns basic organizing concepts;

• Develop and circulate the training agenda and materials far in advance and use the materials in the train-
ing;

• Allow time for relationship-building between staff and interns, and interns with each other;

• Include a day in the training to orient and prepare for field assignments; and,

• Assign specific required readings in advance and incorporate them into the orientation and the bi-weekly 
learning sessions.

As referenced above, both fellows and interns receive additional training via regular phone conference calls. 
Interns are convened bi-weekly and fellows convene weekly. Additional trainings on these calls are tailored to 
the individual needs of participants.

Partners and Networking

The heart of Generation Change is the wide network of partner groups that are involved. Generation Change 
has specific expectations of these host organizations and creates incentives to ensure that organizations live 
up to those expectations.

To acquire an intern or a fellow, host organizations must complete an application that includes a work plan for 
the fellow or intern, as well as a description of the qualifications of the supervisor. Generation Change staff 
visit each of the host organizations to speak with supervisors and directors, as well as to ensure that there is 
enough space for interns and fellows. Generation Change is already familiar with most host organizations, since 
the Center for Community Change has worked with them on various campaigns.

Generation Change provides $5,000 per intern to the host organization. $3,500 goes toward the intern’s sti-
pend; the rest covers the organization’s expenses. For fellows, Generation Change provides $10,000. The host 
organization is expected to provide an additional $3,500 for health insurance and $3,500 toward the fellow’s 
stipend. This arrangement — where host organizations are expected to provide some financial support — ce-
ments the partnership and the investment in each fellow.

In addition to host organizations, Generation Change has partnered with Historically Black Colleges and Uni-
versities to recruit interns, as well as the Posse Foundation. Posse Scholars are youths from urban areas who 
receive full financial support to graduate from high school and go to college. Overseeing Generation Change is 
a national advisory board comprised of representatives from foundations, universities, and executive directors 
of community organizing groups — another suite of important partners.

Generation Change has also created an alumni network to assist graduates of the program to stay connected, 
find jobs, and develop a support structure. Alumni are brought together for a reunion in Washington, DC once a 
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year, and each alumni class can stay connected through its own list serv. The Center for Community Change cir-
culates job announcements through the alumni network, and keeps resumes of alumni on hand to send along to 
community organizations across the country. And alumni are encouraged to host events in their communities.

Impact and Lessons Learned

After the completion of the first year of the program (which consisted of the launch of the internship com-
ponent only), Generation Change contracted with Mosaica — a nonprofit organization that provides training, 
evaluations, and other services to help nonprofit organizations create and strengthen diversity programs — to 
evaluate the internship. To conduct the assessment, Mosaica reviewed an extensive array of evaluation data 
that Generation Change had already collected from a variety of instruments, including:

• Summaries developed by Generation Change staff after each stage of the program — from recruitment 
through to intern graduation — that described the process undertaken and lessons learned.

• Four on-line surveys that interns were asked to fill out during their internship:

- a pre-internship survey, where interns were asked to describe their background, expectations, knowl-
edge of key issues, and career interests.

- An assessment of the pre-placement orientation session.

- Post-internship survey, which mirrored the pre-internship survey so that Generation Change could mea-
sure progress in understanding key issues and career interests. The survey also included questions that 
allowed interns to provide feedback on the program. as a whole

- Reflections, which were narrative responses to questions about what they learned, strengths and weak-
nesses of the program, career interest in organizing, and recommendations for program improvement.

• A post-internship evaluation from host organizations, where intern supervisors evaluate their experience 
and assessed interns.

Mosaica concluded that the first year of the program was entirely successful in meeting a series of interim 
benchmarks that Generation Change had identified, as follows:

For interns,

• Increased knowledge about community organizing and grassroots nonprofit leadership as a career

• Increased knowledge and understanding of issues like poverty, barriers to full civic engagement, and chal-
lenges facing low-income communities

• Evidence of specified skills related to organizing and community work

• Plans for graduate work related to organizing or community-based nonprofit work, and/or plans to seek 
jobs or be otherwise involved in community organizing and grassroots leadership development related 
work in community-based organizations and nonprofits

For host organizations,

• Positive assessment of program value to organization and to the field of organizing

• Willingness to participate in the program again
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For the program itself,

• Selection of interns with demographics reflecting the program’s commitment to developing diverse orga-
nizers, especially from communities of color

• Successful completion of internships

• Creation of “social capital” within specific geographic clusters through matching interns with host organi-
zations where they live, go to school, or work

• Positive perspectives of the program – internal and external

• Experience/refined model for field-based internships – recruitment, orientation, field placements. support 
and monitoring

• Alumni network initiated

As year two of the internship program ended, and the first year of the fellowship program wound down, Susan 
Chin stated that the program is fully scaled up. There are no plans to significantly expand the program. They 
are, however, working on institutionalizing the alumni network and building the advanced leadership program.

At outlined in the Mosaica assessment, there a number of challenges to further scaling up this program, including:

• Expanding the network of host organizations and ensuring that each organization provides a meaningful 
experience for interns and fellows;

• Reviewing an ever-expanding pool of applications;

• Ensuring that all interns and fellows receive a meaningful orientation; and,

• Ensuring that Generation Change staff are able to assist interns and fellows in adapting to their new posi-
tions, to meeting challenges in the field, and to navigate cultural differences.

Susan Chin and Maria Theresa also offered the following advice, based on lessons learned over the first two 
years of operation:

• The creation of a long-term plan for a training/mentorship program is critical to maintaining the program 
over time. With a five-year plan in place, Generation Change has been successful in securing funding for 
the program over the long term.

• Since there are few training and mentoring programs out there, she does not believe that The Wilderness 
Society will have trouble recruiting participants.

• Susan recommended careful vetting of partner organizations to make sure they have the capacity to su-
pervise interns and fellows, as well as the potential capacity to hire them once the fellowships are over.

• Maria Theresa strongly advocates for putting a number of systems in place before starting any training 
and mentoring program. These include a process for submitting and reviewing applications, a system for 
checking in with fellows on a regular basis, a method for evaluating the success of the program, and a 
vetting process for choosing host organizations. She also strongly suggested that The Wilderness Society 
hire a strong coordinator dedicated to establishing and maintaining these systems.

Susan brought up an interesting issue at the end of the interview. In looking ahead to expanding and refining 
the program, she explained that she was working closely with other staff at the Center for Community Change 
to “align Generation Change activities with the Center’s overarching priorities.” She put this in the context of 
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the 2008 election and key issues that emerged — especially immigration and health care. What Michael and I 
took away from this is that the first priority for Generation Change has been training and mentoring community 
organizers; supporting and enhancing campaigns has been secondary. That said, the fellowship in 2007 and 
2008 focused on voting projects.

Costs

The budget for the entire program is around $1 million, including salaries, trainings, travel, and technological 
needs. Generation Change employs five staff and an occasional temporary worker. Currently, the program can 
accommodate 40 interns, 21 fellows, and 60-70 participants in advanced leadership activities. The breakdown 
in cost for each of these groups is as follows (these costs include stipends for interns, stipends and health insur-
ance for fellows, as well as a small grant to host organizations to cover space and administrative costs):

• Participants in advanced leadership training cost less than $1,000 each.

• Interns cost $7,500 each.

• Fellows cost around $17,000 each.

Major trainings, such as the orientation for interns and fellows, as well as the immigrant organizing training for 
advanced leaders, costs between $25,000 and $100,000 each, depending on their length. A two-day training 
costs $25,000-$30,000. A five-to-seven day training costs between $90,000 and $100,000. Transportation 
and lodging are significant costs.

Funding for Generation Change comes primarily from foundations. As of October 2009, a second class of fel-
lows has not come on. Funding may be a factor.

 



INTERNATIONAL F UND FOR ANIMAL 
WELFARE/DEFENDERS OF WILDLIFE



29The Wilderness Support Center: Models of Successful Training and Mentoring

INTERNATIONAL FUND FOR ANIMAL 
WELFARE/DEFENDERS OF WILDLIFE
Emerging Wildlife Conservation Leaders

Summary Analysis
Emerging	Wildlife	Conservation	Leaders	(EWCL)	is	an	initiative	that	brings	together	20	new,	emerging	
leaders	in	the	wildlife	conservation	field	for	capacity-building	and	intense	training	in	campaign	develop-
ment	and	skills,	including	implementation	of	a	two-year	group	international	wildlife	issue	campaign.	

HOW	IS	THIS	PROGRAM	UNIqUE?

• The heavily supervised two-year project is a unique component of this program. The projects provide class 
members with a real-life experience in conservation, provide much-needed capacity to small partner or-
ganizations, and offer a clear focal point for on-going conversations with mentors. Moreover, a lot of time 
and energy is put into the development of the projects, including the creation of detailed campaign plans 
that are reviewed by the heads of the program and revised over a period of a couple of months after the 
first retreat.

• Another unique component is the emphasis on the diversity of talent and experience in the selection pro-
cess. Beyond looking at qualified applicants, the heads of the program look to build a cohesive team with 
members bringing different skill sets to the table.

HOW	EFFECTIVELY	DOES	THE	ORGANIzATION	LINK	TRAINING/MENTORING	TO	ITS	MISSION?

• Nina Fascione, the founder of the program, describes this training initiative as “flying under the radar” at 
Defenders of Wildlife. She received internal support not from the board, but from her boss, Mark Schaeffer. 
She has long been afraid that the program would be considered an example of mission creep at Defenders 
of Wildlife. Now, four staff have graduated from the program, which had provided it with some visibility. 
However, the program is still an ancillary one that functions autonomously from the rest of the organiza-
tion. As of 2009, the program administration has moved over to the other primary partner, International 
Fund for Animal Welfare.

WHAT	ARE	THE	FLAWS	AND/OR	GAP	IN	ACTIVITIES	OF	THIS	PROGRAM?

• By Nina’s own admission, much of this program has evolved on the fly. There are no formal partnership 
agreements or evaluation tools used to measure progress. That said, Nina and Jeffrey clearly have excel-
lent instincts and have brought dedicated and thoughtful conservation leaders on to the advisory board.

• Fundraising for the two-year research projects (an important component of each of the campaign plans) is 
not coordinated with Defenders of Wildlife; Nina hinted that conflicting fundraising priorities had caused 
some conflict and is fueling a preliminary decision to launch the program as a separate nonprofit.

• Class members must work on their projects outside of their current jobs, so there’s quite a burden on 
them. This may also limit the scope of the projects.

• The leadership of the program does not work directly with employers to make sure that students have 
space to work on projects. The onus is on the students to work with their supervisors and make it a posi-
tive and substantive experience. 
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WHAT	ARE	THE	TAKE-AWAY	LESSONS	FOR	THE	WILDERNESS	SUPPORT	CENTER?

• Retreats that bring people today for several days are critical to creating a relationship between class 
members.

• The program not only provides rigorous training on conservation, but also provides a path of self-discov-
ery for class members, allowing them to determine for themselves (with guidance) strengths and weak-
nesses, strong interests, and what their next steps should be in career advancement.

• It seems worth the time and energy to take students through a rigorous campaign planning process as 
part of their training. While this may delay the start of projects, it provides an important opportunity for 
team members to bond, to work closely with conservation partners and built trust, and to create strong 
relationships between mentors and trainees. The campaign plans also serve as an important training 
benchmark for participants.

• Once again, the quality of partners (those on the advisory board and those that are chosen as collabora-
tors on field projects) is critical to the success of the program. While somewhat ad hoc, the advisory board 
provides significant support and capacity to the program, especially as mentors. Likewise, field partners 
can make or break the two-year projects.
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Program Description
Founded four decade ago to stop the commercial hunt for white coat harp seals, the International	Fund	for	
Animal	Welfare	(IFAW) is the world’s leading international animal welfare organization. With more than 200 
experienced campaigners, legal and political experts, and internationally acclaimed scientists working from 
offices in 17 countries, IFAW engages communities, government leaders, and like-minded organizations around 
the world and achieve lasting solutions to pressing animal welfare and conservation challenges — solutions that 
benefit both animals and people. 

Defenders	of	Wildlife is a national, nonprofit membership organization dedicated to the protection of all na-
tive animals and plants in their natural communities. Working both nationally and internationally, Defenders of 
Wildlife employs a range of experts (including lawyers, biologists, lobbyists, and land-use planners) to create 
long-term conservation plans at the local and regional level, as well as shape public policy around protection 
of wildlife habitat. 

Sources of Information

• interview with Nilanga S. Jayasinghe, Field Conservation Coordinator and 2007/2008 EWCL  
class member

• interview with Nina Fascione, Vice President of Field Conservation Programs

• website: http://www.defenders.org/programs_and_policy/wildlife_conservation/solutions/emerging_wild-
life_conservation_leaders

• program description (attached)

Overview of the Emerging Wildlife Conservation Leaders initiative

Emerging Wildlife Conservation Leaders (EWCL) is an initiative that brings together 20 new, emerging leaders 
in the wildlife conservation field for capacity-building and intense training in campaign development and skills, 
including implementation of a two-year group international wildlife issue campaign. Wildlife conservation is 
benefited by the nurturing of future leaders, information sharing, and idea exchange amongst conservation 
entities, and the tangible conservation products generated as part of the group campaign exercise.

The Emerging Wildlife Conservation Leaders initiative is a collaborative project between the International Fund 
for Animal Welfare, the U.S. Fish and Wildlife Service, Defenders of Wildlife, Wildlife Conservation Network, 
and the Howard Gilman Foundation, designed to build capacity for international conservation of wildlife within 
existing conservation organizations and entities. The program started in 2005, and the first class of 20 partici-
pants completed their training in December 2006.

• Training begins with a week-long retreat at the White Oak Conservation Center in Yulee, Florida comprised 
of lectures, discussions, and exercises. A second training is held a year into the program, again at the 
White Oak Conservation Center. Two additional trainings take place in Washington, DC, which include as-
sistance in refining projects (described below) and final presentations of projects.

• Topics across all training include: successful campaigning, leadership skills, the biodiversity crisis, media 
awareness, partnering with the private sector, strategic education programs, managing employees, sci-
ence in conservation, monitoring and evaluating, participatory decision-making, communication/collabo-
ration, overcoming workplace challenges, strategic partnerships, finding professional/personal balance, 
legislative process and initiatives, international media outlets, local and international successful campaign 
case studies, running successful meetings, public speaking, advocacy, international law, and fundraising.
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• A number of guest lecturers lead sessions at the retreats, including reporters, conservation activists, and 
wildlife officials.

• During the initial retreat, participants break into four teams, each of which designs a two-year conserva-
tion project. The first class all chose projects around conservation of the imperiled bears in Southeast 
Asia. The projects were as follows:

- Raising money to help researchers survey sun bear populations in Indonesia and create a sun bear edu-
cation center in Malaysia, while simultaneously launching a sun bear awareness campaign in the United 
States; 

- Partnering with the World Society for the Protection of Animals to survey U.S.-based traditional medi-
cine practitioners on acceptable alternatives to bear bile use; 

- Working with Conservation International to draft a report on the status, trends, and impact of bear bile 
farming on wild bear populations; and, 

- Creating sun bear and sloth bear multi-disciplinary education and conservation materials to be distrib-
uted by partners in India and Cambodia.

• The 2007/2008 class chose the following topics for their two-year projects:

- Educating custom officials about the unsustainable trade of pangolins in Southeast Asia, with a focus on 
how to care for pangolins when they are confiscated; 

- Producing educational films targeted at local communities around the Okapi reserve in the Democratic 
Republic of the Congo;

- Raising money for a Mexican zoo and its captive breeding effort for the large crusted toad; and,

- Fundraising and creating educational materials for jaguar recovery in northern Mexico, with a focus on 
raising money to purchase land in the midst of prime jaguar habitat in Arizona.

• The EWCL Board of Directors plays an active role in training, networking, and mentoring. At the week-long 
retreats, the board hosts luncheons to engage individually with participants. Advisory board members 
also make themselves available to meet one-on-one with participants throughout the two-year cycle for 
mentoring and networking.

• The second cohort of participants (the 2007/2008 class) also engaged in career planning, including a 
360-degree evaluation from up to ten colleagues and one-on-one mentoring with advisory board members.

Mission and Philosophy

The idea for the Emerging Wildlife Conservation Leaders program was born on a plane ride back from Australia. 
Nina Fascione and Jeffrey Flocken, two long-time colleagues, were returning from a workshop and engaged in 
a conversation about the need for training, mentoring, and networking for young conservationists. They were 
reminiscing about their own difficulties forging relationships with conservation community as young profes-
sionals, especially when facing longstanding cliques at international conferences.

Nina subscribes to a team-based approach to conservation, and in her eyes one of the greatest successes of 
the EWCL program is the close-knit teams forged around the two-year field projects. As she put it, the teams 
“will be best friends until their dying day.” The participants seem to agree that the bonding and networking 
opportunities are the most valuable components of the program.
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It is important to note that EWCL functions as an independent program at Defenders of Wildlife and is not seen 
as integral to the overall mission of the organization. “Training is not a part of the core mission at Defenders of 
Wildlife,” according to Nina. That said, advisory board members and staff are beginning to recognize the value 
and success of the program, especially as a number of younger staff graduate from it.

Demographics/Target Audience

As described in the original program description drafted before the start of the program, the target audience 
is as follows:

“Class members will come from a wide variety of backgrounds and experiences in the conserva-
tion field. While there is no age requirement or experience ceiling for class members, it is ex-
pected that the nominated class leaders will be emerging leaders in the wildlife conservation field 
with at least 15 more years of professional wildlife conservation potential ahead of them….”

According to Nilanga S. Jayasinghe — Field Conservation Coordinator at Defenders of Wildlife and a member of 
the 2007/2008 EWCL class — a requirement for selection in the program is a minimum of three years experi-
ence in conservation. In addition, Defenders of Wildlife is looking to train a team of emerging leaders with a 
wide range of experience and skills. The 2007/2008 class includes a PhD biologist from Kenya working on lion 
conservation, a veterinarian pathologist, the director of the Panama Summit Zoo, and three staff from Defense 
of Wildlife (one from the field conservation program, one from the federal lands program, and one from the 
communications department). According to Nilanga, the selection committee looks closely at how each candi-
date “can complement the other classmates.”

To date, the program has been promoted by advisory board members and then by alumni. Word of mouth has 
been successful in linking the program with qualified candidates. For the second class, 50 candidates applied, 
of which 20 were selected.

Curriculum Development

There are two different components of the curriculum: the workshops taught at the two, week-long retreats 
and the development of the two-year project.

Workshops: According to Nilanga, the curriculum is developed and taught by members of the EWCL board, who 
are experienced conservation specialists from a wide range of national and international organizations. In ad-
dition, alumni can volunteer to give presentations and facilitate workshops.

Nilanga took a lot away from the workshops on leadership and organizational capacity building. She appreci-
ated the interactive nature of the workshops, especially exercises that allowed class members to role play. She 
also found the one-on-one sessions with mentors and advisory board members to be invaluable. They helped 
her focus her career goals and to think through problems related to their projects. For example, she realized 
that she is more of a generalist in terms of conservation interests based on her conversations with advisory 
board members and alumni.

Projects: At the first retreat, students divide into groups and develop a two-year project focused on conserva-
tion and protection of wildlife. The projects are designed to assist a range of partner organizations from all over 
the world. So the needs of the partner groups, as well as the educational objectives set forth by the board of 
the directors, shape these projects.

The process for choosing project topics has changed significantly as the program has evolved. The first class 
was given near complete freedom in choosing projects under the umbrella theme of conservation of bears in 
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Southeast Asia, and they were not anchored to a partner organization. The resulting selection process at the 
initial training retreat proved rather chaotic; participants stayed up until 4:00 a.m. to formulate projects. The 
second class was given a choice between seven different projects, each attached to a partner organization. 
The selection process was a bit more straightforward, although only four of the seven partner groups received 
support, and those that did not get a project team expressed disappointment. The third class will be given four 
different projects to choose from to guarantee that each partner group receives support from the program.

The leadership team also imposes a few rules on the formulation of project teams. First, staff from Defenders 
of Wildlife cannot serve on the same team. International participants are also separated from one another. The 
goal is to create diverse and cohesive teams that provide everyone an opportunity to meet new people and 
cultivate relationships.

Partners and Networking

Key partners for the program are the two founding organizations: Defenders of Wildlife and the International 
Fund for Animal Welfare. Additional partners include the advisory board members and the groups involved in 
each of the field projects. According to Nina, the advisory board is comprised of long-standing colleagues that 
she and Jeffrey Flocken admire and enjoy working with. The mutual respect has paid off; all thirteen advisory 
board members are extremely committed to the program.

EWCL advisory board members and alumni serve as mentors, reaching out to participants before the pro-
gram begins, sitting down with participants at one-to-one sessions at each of the two week-long retreats, and 
answering questions throughout the two-year program. Mentors are also asked to provide feedback on each 
participant’s performance once participants have presented the results of their projects. In addition, advisory 
board members and alumni serve on advisory committees for each of the conservation projects that partici-
pants create. There is no formal selection process or training program for advisors and mentors. Alumni and 
advisory board members are simply asked if they want to participate. Activities range from reviewing campaign 
plans to providing comments on resumes to discussing work-life balance issues. To help field questions and 
anticipate any challenges with participants, mentors come together during the retreats for debriefing sessions.

Field projects attract new partners brought on board by advisory board members. The decision to work with 
partner on field projects was made after the first class graduated. One of the principle reasons for working with 
partners is fundraising; the participants can now fundraise through their partner groups without coming into 
conflict with fundraising efforts at Defenders of Wildlife.

Impact and Lessons Learned

To gauge the interest in and success of individual workshops at the retreat, participants complete a survey 
after each training. Long-term evaluation of the program is somewhat informal. Success is measured in the 
effectiveness of projects and anecdotes from participants. The following is a description of accomplishments 
from the first class, from the website:

“Successes from the first suite of two-year projects included partnerships with over twenty 
groups, raising nearly $45,000 in cash for bear conservation, leveraging an equal amount in in-
kind contributions, distributing more than 50,000 quality conservation education materials in 
Southeast Asia, writing two in-depth white papers, presenting papers at multiple professional 
conferences, and publishing an article on bear conservation in a widely distributed conservation 
magazine.”

Nilanga discussed her personal goals and how she has been able to achieve them through the program. Her 
primary goal is to gain enough practical experience to move into a job in international conservation; right now, 
she is working for Defenders of Wildlife on national conservation issues. Through EWCL, she has learned how 
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to work effectively with a conservation team and how to work with an international organization. She is much 
more aware of the cultural differences between U.S.-based and organizations founded abroad, especially in Af-
rica. She also learned how to build a campaign from the ground up “and see it through,” a critical skill she was 
not learning in her current position. For example, each of the team’s successfully fundraised for their projects, 
as well as implemented them.

Nina shared the following lessons learned having supervised the program for four years and witnessing two 
different classes graduate:

• The White Oak facility in Florida where the two retreats are held has created an ideal environment for 
team building. The amenities are top-notch, the facility isolated, and the cabins there allow participants to 
gather together on their own outside of trainings.

• Fundraising for partner organizations is one of the key successes for the program, a result that Nina and 
Jeffrey did not initially anticipate.

• It does not make sense to allow participants to have complete free rein in choosing their field projects.

• It took the board some time to come to agreement on the qualifications for an emerging conservation 
leader. Several advisory board members did not want to allow PhD students to participant, believing they 
were too advanced for the program. Ultimately, the program does accept PhD students, as well as individu-
als with three years of experience in the field.

• The mentoring component of the program has proven extraordinarily successful and cited by participants 
as one of the strongest components of the program.

Should the program grow, Nilanga would like more opportunities for project teams to get together; at this 
point, they meet in person twice at the two retreats. In addition, she would like a site visit to the organization 
in Africa for which she is working. 

Nina envisions that the program will evolve from a fiscally sponsored project to its own independent 501(c)
(3) organization. One of the key issues is the conflict over fundraising priorities with Defenders of Wildlife. In-
evitably, participants apply for grants at the same foundation funders that also support Defenders of Wildlife. 
Moreover, the program is not integrated to the overarching program priorities at Defenders of Wildlife.

Costs

Nina was not able to give an exact accounting for costs of the program, largely because the primary supporters 
of the program — Defenders of Wildlife, the White Oak Conservation Center, and the Gilman Foundation — have 
provided a wide-range of in-kind services and facilities. The retreat facilities at White Oak are free, as is the of-
fice space at Defenders of Wildlife. As described in the program description crafted before the start of EWCL:

“White Oak Conservation Center/The Gilman Foundation has agreed to host the EWCL 
training dates for two classes, or four-three day training sessions. This includes room, lodging, 
recreation, facilities and transportation to-and-from the airport…. Defenders of Wildlife offers 
an in-kind contribution of administrative staff to organize elements of the effort, including travel, 
materials, and follow-up communications, as well as contribute other in-kind and matching con-
tributions.”

Initial grant funding came from the U.S. Fish and Wildlife Service. Today, the Wildlife Conservation Network 
provides a grant of $14,000 for two international students to attend, in addition to what is provided by the Fish 
and Wildlife Service. In total, the agency and foundations provide $40,000 for two years of straight financial 
support. Overall, Nina estimates that the program costs roughly $150,000 per year.



 

AMERICORPS
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AMERICORPS
National Civilian Community Corps

Summary Analysis
AmeriCorps	National	Civilian	Community	Corps	is	a	residential,	team-based,	national	initiative	that	en-
gages	young	adults	ages	18	to	24	in	full-time	community	service.	Its	mission	is	to	strengthen	commu-
nities	and	develop	leaders	through	team-based	national	and	community	service.	At one of five regional 
campuses, members and team leaders receive a month of training in a variety of skills — from leadership to 
conflict resolution to fire fighting. Over a 10- to 12-month period, members live together in a team of 10 to 12 
at the regional campuses, deploying out to community organizations across the country to undertake service 
projects. 

HOW	IS	THIS	PROGRAM	UNIqUE?

• National Civilian Community Corps is by far and away the largest leadership program we studied. It serves 
1,200 young people between the ages of 18 and 24, as well as hundreds of community organizations across 
the country. With a $25 million budget, it is a stand-alone leadership program equivalent in size to The 
Wilderness Society. With such resources, NCCC staff are able to provide extensive support in the form of 
mentorship, training, and career development over a long period of time. It’s no wonder that the retention 
rate is 90 percent and that the program profoundly shapes the future careers of most alumni.

• The campuses — where service members live for the entire ten months of their service term — are the 
heart and soul of the program. The campus becomes the center of the universe for team members, facili-
tating intense and deep interactions with team leaders, fellow members, and staff. 

• Teams are deployed like SWAT units. In addition to becoming highly trained and cohesive units, team mem-
bers are given the opportunity over ten months to interact with all sorts of different community service 
organizations with different cultures and missions. As a result, team members are exposed in a meaningful 
way to a large cross section of the nonprofit sector.

• The program is also unique in providing young people with a challenging leadership experience in an envi-
ronment where they are set up for success. As team leaders, they are given almost complete responsibil-
ity to manage their team on a day-to-day basis, once they have completed the necessary training. It’s an 
intense introduction to leadership, both in the classroom and in the real world. The SWAT team model also 
lends itself to a unique and challenging leadership experience. Not only must team leaders manage their 
teams, but they must also navigate the organizational culture of the community organizations with which 
they serve.

• Given the kind of community service that NCCC provides (including disaster relief and fire-fighting), a 
unique network of partnerships has formed around NCCC training. Partners include American Humanics, 
the U.S. Forest Service, and the American Red Cross.

HOW	EFFECTIVELY	DOES	THE	ORGANIzATION	LINK	TRAINING/MENTORING	TO	ITS	MISSION?

• The mission of the program is entirely focused on leadership training and mentoring. The team model and 
the engagement with community service organizations provide a unique and intensive experience in build-
ing leadership skills. 

• The success of the model — both in providing exceptional leadership training and in creating linkages be-
tween community service organizations — has positioned NCCC to serve an important function within the 
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federal government around engagement with the nonprofit sector. For example, NCCC realized key service 
goals for the Bush Administration. First, NCCC was a crucial component of disaster relief efforts in the Gulf 
Coast. Second, NCCC helped fulfill the administration’s goal of building a network of faith-based organiza-
tions engaged in community service.What are the flaws and/or gap in activities of this program?

• Because the program requires so much of young people, it attracts high-functioning individuals. Par-
ticipants are therefore overwhelmingly white from middle class backgrounds. When she took the helm as 
director of the program, Merlene Mazyck made it a priority to recruit a more diverse pool of applicants, 
but she admits it is a struggle. NCCC must require that participants have some kind of support network 
outside of the program, which will preclude most at-risk youth from participating.

• Like most of the other leadership programs we have studied, NCCC is only now formalizing its alumni net-
work. They recently dedicated a staff person to alumni relations, and NCCC has a number of mechanisms 
to engage them, especially since community service work is spread across the country.

WHAT	ARE	THE	TAKE-AWAY	LESSONS	FOR	THE	WILDERNESS	SUPPORT	CENTER?

• As we have seen with other team-based leadership programs, the benefits of bringing the team together 
for some period of time to live and work together are numerous. 

• The SWAT team approach — where a team of experts is deployed to an organization for some period of 
time — has some unique benefits, which may be worth exploring. There is an opportunity to work with a 
variety of partners in different situations. Participants gain important leadership experience in navigating 
more than one organizational culture. Finally, engagement with a number of partners may open more job 
opportunities for alumni. Given that The Wilderness Support Center functions as a SWAT team, this may 
be a model that is easily adopted. 

• No matter what the size of the program, there is a challenge in attracting and retaining a diverse pool of 
applicants. The support network of each applicant must be considered as part of the program; and if they 
do not have that support network, resources must be directed toward creating one.

• Beyond full-time staff to coordinate the program, NCCC employs specialists exclusively focused on cur-
riculum development. In configuring the staff for The Wilderness Support Center’s training/mentoring 
program, it is worth exploring the feasibility of creating such a position.

• It’s clear that a range of resources are needed to fully support career development, from a systematic 
process for developing career goals, to funding for test preparation to providing access to a range of train-
ing and educational opportunities. The Wilderness Support Center may want to consider creating a career 
development fund as part of its model.

• Service members are required to document their experience in a variety of ways, from keeping journals to 
developing work plans to conducting research on projects. While potentially burdensome for participants, 
this reporting requirement is extremely useful for evaluation purposes and could be an important tool for 
starting up and refining The Wilderness Support Center’s program.
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Program Description
AmeriCorps is often referred to as “the domestic Peace Corps.” Each year, AmeriCorps offers 75,000 opportu-
nities for adults of all ages and backgrounds to serve as volunteers and paid staff through a network of partner-
ships with local and national nonprofit groups. AmeriCorps members address critical needs in communities all 
across America, among them:

• Tutoring and mentoring disadvantaged youth;

• Fighting illiteracy;

• Improving health services;

• Building affordable housing;

• Teaching computer skills;

• Cleaning parks and streams;

• Managing or operating after-school programs;

• Helping communities respond to disasters; and,

• Building organizational capacity

A term of service with AmeriCorps usually lasts 10 months to one year, with service members expected to work 
fulltime. There are some AmeriCorps projects that offer part-time opportunities, and some AmeriCorps mem-
bers serve more than one term of service. For all AmeriCorps programs, service members receive a modest 
living allowance, financial awards to be applied toward educational opportunities, and some programs provide 
housing. 

AmeriCorps	is	made	up	of	three	main	programs:	

• AmeriCorps State and National, which supports a broad range of local service programs that engage thou-
sands of Americans in intensive service to meet critical community needs.

• AmeriCorps VISTA, which provides full-time service members to community organizations and public 
agencies to create and expand programs that build capacity and ultimately bring low-income individuals 
and communities out of poverty.

• AmeriCorps National Civilian Community Corps (NCCC), a full-time residential program for men and wom-
en, ages 18-24, that strengthens communities while developing leaders through direct, team-based na-
tional and community service.

Congress established the National Service Trust to provide an AmeriCorps Education Award for service mem-
bers who successfully complete service in AmeriCorps. Service members can use the AmeriCorps Education 
Award to pay educational expenses at qualified institutions of higher education, for educational training, or to 
repay qualified student loans. The award is $4,725 for a year of full-time service, and is prorated for part-time. 
Service members have up to seven years after their term of service has ended to claim the award. At the time 
service members use the Segal AmeriCorps Education Award, they must have received a high school diploma, 
or the equivalent of such a diploma.
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Sources of Information 

• interview with Merlene Mazyck, Director of the National Civilian Community Corps

• NCCC website: http://www.americorps.gov/about/programs/nccc.asp

• “Still Serving: Measuring the Eight Year Impact of Americorps on Alumni,” a report co-authored by the 
Corporation for National and Community Service and Abt Associates

Overview of the National Civilian Community Corps (NCCC)

AmeriCorps National Civilian Community Corps is a residential, team-based, national initiative that engages 
young adults ages 18 to 24 in full-time community service. Its mission is to strengthen communities and de-
velop leaders through team-based national and community service.

• Drawn from the successful models of the Civilian Conservation Corps of the 1930s and the U.S. military, 
AmeriCorps NCCC is built on the belief that civic responsibility is an inherent duty of all citizens and that 
national service programs work effectively with local communities to address pressing needs.

• AmeriCorps NCCC requires a 10-month commitment. There are two start cycles: the fall (starting in late 
September or early October) and winter (starting in January). 

• Service members serve communities in every state, but live and train at five regional campuses in Perry 
Point, MD, Denver, CO, Sacramento, CA, Vicksburg, MS, and Vinton, IA. Service members are randomly 
assigned to campuses. Initial training occurs in the first month of the program. Team leaders are taught 
leadership skills, conflict resolution, and strategies for addressing diversity. Service members receive Red 
Cross certification as part of their training. Between 10-15 percent are also trained as fire fighters.

• Service members are required to complete 1,700 hours of service, including 80 hours of independent 
service activities. Service members perform team-based service projects in six different areas — environ-
ment, education, public safety, unmet needs, homeland security, and disaster relief. Team comprised of 
10-12 service members will engage in between four and six projects during the program year throughout 
the region served by their campus. Priority is given to projects in homeland security and disaster relief.

• AmeriCorps NCCC members receive a living allowance of approximately $4,000 for the 10 months of ser-
vice (about $200 every two weeks before taxes), housing, meals, limited medical benefits, up to $400 a 
month for childcare, if necessary, member uniforms, and an education award of $4,725 upon successful 
completion of the program.

• Sponsoring organizations request the assistance of AmeriCorps NCCC teams by submitting a project ap-
plication to the regional campus that covers that organization’s state. The campuses provide assistance 
in completing the application, developing a work plan, and preparing the project sponsor for the arrival of 
the AmeriCorps NCCC team.

• Service members participate in service-learning activities that are designed to increase their understand-
ing of the service they do, the communities where they serve, and the importance of civic responsibility. 
Examples of service-learning activities include: conducting research to learn more about a project, partici-
pating in structured reflection sessions and keeping a journal about the NCCC experience, and developing 
a service project portfolio at the conclusion of each project. This service project portfolio is the written 
record of the service experience and summarizes the project activities, service members’ experiences, 
and what was accomplished.
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• In addition, service members receive wide-ranging training and learn different skills through the service 
projects they perform. For instance, service members who build houses will learn the fundamentals about 
framing a house, installing sheetrock, etc. Service members who work with children in schools will learn 
about the most effective way to tutor in reading or math. 

• Service members are required to wear a uniform. All service members will receive the following items: 
battle dress uniform pants (black or khaki), khaki shorts, t-shits, polo shits, hooded sweatshirts, winter 
parka, steel-toed work boots, baseball cap, fleece vest, and coveralls.

• In 2009, AmeriCorps NCCC established two summer service programs. A residential Summer of Service 
program for 100 young people between the ages 14 and 17 launched in Denver, CO. AmeriCorps NCCC also 
partnered with Serve DC and the Mayor’s Summer Youth Employment Program to involve another 100 
youth in a non-residential community service experience in Washington, DC. Program participants served 
with and under the supervision of year-round AmeriCorps NCCC members.

Mission and Philosophy

The National Civilian Community Corps (NCCC) promotes autonomy and responsibility, providing young people 
between the ages of 17 and 24 a significant leadership opportunity, as well as an intensive experience in com-
munity service. Each service member must learn to engage constructively with his/her team while performing 
his/her responsibilities for the community at large.

Team leaders — who are also youths between the ages of 17 and 24 with some community service and/or lead-
ership experience — are asked to take on the day-to-day management of their team, with NCCC staff serving 
as coaches. They are handed responsibility for their team once they have completed a month-long training 
focused on leadership skills, conflict resolution, and strategies for welcoming people from diverse backgrounds.

The model of intensive team-building and peer leadership is embraced by participants, according to program 
director Merlene Mazyk. Service members love that they have the opportunity to work in the field “without 
someone like me (Merlene) looking over their shoulder.” The intensive team environment is critical to creating 
the NCCC experience. Merlene believes that participants make deep connections, “both personally and to the 
world around….” It’s an age where such as experience can be deeply influential. “The experience,” says Merlene, 
“permeates through everything [service members] do in life.”

Conservatives in Congress have not always recognized the value of AmeriCorps (including NCCC) and its mis-
sion of community service. However, NCCC’s response to Hurricane Katrina seems to have solidified the pro-
gram’s standing with the vast majority of lawmakers. Now disaster relief is a key function of the program. 
Moreover, NCCC connections with the nonprofit sector allowed the Bush Administration to fulfill its promise of 
deeper engagement with faith-based organizations. About 60 percent of organizations that are NCCC partners 
are faith-based.

Demographics/Target Audience

The program is for individuals between the ages of 18 and 24. As described on the website:

“Service members must be able to serve effectively with a team of individuals from and within 
communities of diverse cultural, ethnic, economic, geographic, and education backgrounds. Ser-
vice members must be able to communicate, to some extent, in the English language with peers, 
supervisors, staff and other individuals. Service members must be able to perform physical labor, 
sometimes in stressful environments and adverse weather conditions. They must be willing to 
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serve long hours beyond the eight-hour workday, deploy to any location in the region served by 
the campus, and be able to deal with sudden and unexpected changes.”

Performance expectations are high, especially for team leaders, so the program tends to attract highly func-
tional young adults with extensive support systems in place. Service members also must be able to effectively 
articulate what they hope to accomplish by joining the program as part of the application process (described in 
more detail below.) The strongest candidates are therefore well educated. The demographic is skewed toward 
white females from middle class backgrounds. Fifty percent are college graduates, 70-80 are Caucasian, 60-70 
percent are female. African Americans and Hispanic/Latinos have been “slow to come to the program,” accord-
ing to Merlene Mayzeck. To reach a more diverse pool of applicants, NCCC has invested $1 million in a market-
ing campaign. Based on Merlene’s description, it’s difficult to tell how deep recruitment will go. She spoke of 
materials that appeal to a broader audience, but did not talk about developing partnerships with nonprofits or 
educational institutions that could more effectively reach young people of different ethnic and socio economic 
backgrounds.

The selection process is rigorous, as described on the website:

“Those interested submit an application, which is then reviewed by NCCC staff. Applicants are 
then instructed to call a toll-free telephone number to continue the selection process. At this 
point, the applicant will be screened for an interview based on his or her response to several ques-
tions about the applicant’s willingness to participate in all aspects of the program. All applicants 
who successfully clear the interview screening are scheduled for an interview within five to six 
weeks of receipt of their the application. An interview generally lasts between 30 to 45 minutes. 
Questions focus on things that will help NCCC determine an applicant’s interest and willingness 
to serve in a residential, team-based service program, flexibility and adaptability, collaboration 
and accountability and your personal goals. All interviews are conducted by telephone one on 
one with an NCCC staff member or team leader. The applicant is notified of the status of their 
interview within three weeks after completing the interview.”

NCCC tries to complete the selection process within two months of receiving the application. In addition to the 
application process, every potential participant must undergo a physical and mental health screening. NCCC 
also conducts a criminal background check on potential service members.

In the past five years, NCCC has received approximately four applications for every available member slot. 
Member enrollment is currently capped by Congress.

Curriculum Development

Originally conceived of and developed by military personnel, NCCC first functioned on the military academy 
model. At its inception and for the first five years, the program targeted at-risk youth, so the curriculum fo-
cused on basic skills to help young adults function in a professional environment.

Because so much attention was placed on building the skill-set of participants, the mission of serving com-
munity organizations fell to the wayside in the early years of the program. That changed dramatically in the 
late 1990’s. Staff reconfigured the program to focus on leadership development in the context of community 
service. With assistance from a number of educational specialists, NCCC revamped the curriculum with two 
objectives in mind: (1) development of hard skills (such as CPR, fire fighting, and program management) to as-
sist community service organizations; and, (2) wide-ranging leadership development, from conflict resolution 
to team-building to managing for diversity.

Today, a full-time Director of Member Service and a consultant review and revise the curriculum. Educational 
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partners include the Red Cross, the U.S. Forest Service, and American Humanics. The needs of community 
organizations is a major factor in revising the curriculum. For example, when Hurricane Katrina hit, NCCC put 
resources toward training service members in disaster relief.

Upon joining the program, both team leaders and service members engage in an intensive, month-long train-
ing. Team leaders are taught principles of leadership, as well as conflict resolution and strategies for navigating 
diversity. Service members receive Red Cross certification training, and 15 percent of the Corps receives train-
ing in fire fighting. While partner groups assist in training, team leaders are responsible for facilitating the 
training experience.

Another important component of the curriculum is an extensive set of policies, practices, and procedures that 
team leaders and service members must learn and follow. These include everything from how service members 
wear their uniform to how far from campus they are allowed to go during their free time to how team leaders 
track expenses. The policies, practices, and procedures help ensure best practices and accountability among 
team members. They also anticipate a number of challenges that service teams are likely to face. According to 
Merlene, it’s been a challenge to ensure that each campus interprets the rules and regulations in the same way, 
for each campus is autonomous to certain degree with its own culture.

NCCC training is also meant to prepare team leaders and service members for their life in the outside world. 
Team leaders can take coursework (designed by American Humanics) in nonprofit management, receiving a 
certificate and/or college credits upon completing an exam. Leadership training and service projects can also 
count toward college credits. In addition, NCCC assists service members in developing a career development 
plan, which often includes identifying next steps in their education, both college and graduate school. NCCC 
also provides resources to implement the plan. For example, NCCC staff will arrange for team members to 
prepare for and take GREs and LSATs. While NCCC does not provide job placement services, they give team 
members every opportunity to craft resumes and go on job interviews.

Staff on NCCC campuses serve as trainers and mentors, especially to team leaders. (We did not discuss the 
training that staff must complete to serve as effective mentors.)

Partners and Networking

NCCC has created an extensive network of partners across the country. Training partners include both non-
profit organizations and federal agencies, such as The American Red Cross, Habitat for Humanity, the Federal 
Emergency Management Agency, and the U.S. Forest Service. As described above, NCCC has contracted with 
American Humanics for supplementary curriculum focused on nonprofit management.

Nonprofit organizations, local and state agencies, tribal organizations, religious institutions, schools, state and 
national parks, among other community service groups are invited to become project sponsors with NCCC. 
With NCCC, these partner groups help manage short-term, vetted service projects lasting between six and 
eight weeks. Organizations with a potential project must submit an application at least one month before the 
project starts. According to the application, service projects must meet the following criteria:

• Address compelling community needs;

• Have clearly stated and well planned tasks and objectives;

• Have demonstrable, measurable goals;

• Engage all team members in meaningful service throughout the project;

• Provide opportunities for member growth and development;
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• Involve the community throughout the project; and,

• Have a plan for sustainability after the team completes its service.

Service teams assist with vetting and developing the project, including refining goals and crafting work plans. 
NCCC provides transportation to service project sites. Partner groups are responsible for providing any spe-
cialized tools and equipment, as well as food and housing should team members need to stay away from NCCC 
campuses for any period of time. Partner groups must also provide an on-site orientation and are encouraged 
to provide additional training opportunities for NCCC service teams.

For the past several years, NCCC has placed an emphasis on providing disaster relief services, so many partner 
groups are located in the Gulf Coast region.

NCCC also considers alumni to be important partners. Most describe their experience with NCCC as one of the 
most influential in their lives, and many alumni pursue careers in the federal government and in the nonprofit 
sector. Alumni often stay on as hired staff with partner organizations. Under Merlene, 10 of 15 people under 
her direct supervision are NCCC alumni. According to Merlene, “They will be running this organization soon.” 
Alumni also serve as trainers at the regional NCCC campuses.

2008 was the 15th year of the program and has been named the year of the alumnus. To this end, NCCC formal-
ized its alumni network. Merlene assigned a staff person to focus on alumi relations and NCCC updated and 
expanded its database. The organization is now keeping records on what alumni are doing now. Campuses are 
also engaging alumni in a range of activities. Alumni are invited to engage in service projects and are encour-
aged to house service members during service projects. One objective of the new alumni initiative is to incor-
porate them into fundraising activities. 

Impact and Lessons Learned

Congress requires AmeriCorps to identify quantifiable performance measures to evaluate impact. AmeriCorps 
therefore collects wide-ranging information about participants across all programs, including demographics 
(age, race, gender) and attitudes both during and after the program. To evaluate impact over time, AmeriCorps 
conducted a longitudinal study of NCCC and the state and national programs over a nine-year period, from 
1999 through 2008. AmeriCorps participants completed four separate surveys over eight years, as did indi-
viduals who applied to the three programs but did not actually participate. The goal of the study was to answer 
four core questions:

• What is the impact of AmeriCorps on members’ civic engagement?

• What is the impact of AmeriCorps on members’ careers?

• What is the impact of AmeriCorps on members’ educational attainment?

• What is the impact of AmeriCorps on members’ life satisfaction?

Survey questions addressed specific outcome measures under four categories: civic engagement, employ-
ment, educational attainment, and life satisfaction. Those outcome measures were as follows:

CIVIC	ENGAGEMENT

• connection to community

• identification and understanding of problems in the community
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• importance of neighborhood participation and civic obligations

• confidence in ability to work with local government

• confidence in ability to organize community activities

• constructive personal behavior in groups, constructive interaction in groups, and appreciation of cultural 
and ethnic diversity

• personal growth and effectiveness through community service

• participation in community affairs and voting

• social trust

• volunteering

• donating to charitable causes

EMPLOYMENT

• employment in a public service career

• effects on the importance of service-oriented careers

EDUCATION

• highest level of education completed

• effect on members’ personal educational goals

• effect on recognizing the importance of education

• effect on level of education members expect to complete

• if the Segal AmeriCorps Education Award helped members continue their education

LIFE	SATISFACTION

• work or career

• personal financial situation

• physical health

• personal relationships with family and friends

• religious or spiritual life

• leisure activities

According to the study (a report of which provides detailed analysis for each outcome measure), AmeriCorps 
participants have a greater sense of awareness of the needs of their communities and feel empowered to 
change them. NCCC alumni feel a deep sense of social trust, most likely as a result of the intense team experi-
ence of the program. All alumni feel confident in building and leading a “successful community-based move-
ment.” They also feel comfortable and confident in engaging with policymakers. In terms of employment, 60 
percent of AmeriCorps alumni surveyed are employed in the social sector, either in the government or at a 
nonprofit organization. The vast majority of those surveyed believe that the program exposed them to career 
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choices that they would not have considered otherwise. AmeriCorps programs have not made a significant 
impact on educational choices; both alumni and those who applied for the program pursue at least a college 
degree. Finally, AmeriCorps alumni do feel that the program has improved the quality of their lives in nearly 
every aspect, from professional fulfillment to physical health to personal relationships.

AmeriCorps programs also monitor and evaluate activities on a yearly basis. Staff will travel to each NCCC 
campus over the course of the year for a progress review. They assess the quality of service learning activities, 
quality of life of service members, as well as the quality of administration and management, both on campus 
and at service projects. In addition, Merlene conducts structured focus groups, both as part of progress reviews 
at each campus, but also across the entire program. For example, she will assess the quality and progress of 
disaster relief training and projects by convening a focus group of service members working in the Gulf Coast.

There are two performance measures that Merlene mentioned as of particular importance to NCCC. The first is 
diversity; she is keenly focused on diversifying the pool of service members. The second is encouraging volun-
teerism. For every service member, NCCC strives to recruit an additional 111 volunteers to engage in community 
projects.

In terms of lessons learned, Merlene identified two major challenges that she must constantly manage for:

• Given the age range of participants, and the fact that these young adults may be on their own for the first 
time, discipline and managing behavior is a challenge. This is one of the principle reasons for a compre-
hensive set of policies and procedures.

• Each campus develops its own identity, culture, and way of doing business. Thus, for many years each cam-
pus interpreted the policies and procedures differently. The autonomy of campuses did not appear to be a 
problem until teams from each of the campuses converged on the Gulf Coast when Hurricane Katrina hit. 
Confusion and conflict arose when campuses compared notes. So Merlene engaged in a two-year process 
of working with campuses to standardize polices and procedures, from the seemingly inconsequential 
regulations (such as how service members wear their uniforms) to larger issues around how far teams are 
allowed to travel from their campuses. 

Costs

The National Civilian Community Corps is by far the largest program we explored. Its budget hovers between 
$25 and $26 million a year. At this level of funding, NCCC supports 1,200 participants (950 young people offer-
ing their services and 150 team leaders that oversee service groups). Everyone receives housing, uniforms, and 
a modest stipend. One hundred full-time staff are based in Washington, DC and 12 staff at each training facility.

The expense per member is $23,000, but this does not include the education award, which is $4,000 a person. 
Other costs associated with the career development plan, such as stipends for LSAT training, are also excluded. 
Housing costs are likely far lower than expected because service members live and work on abandoned military 
facilities.

The program is entirely federally funded, with money coming from the budget for the Department of Health 
and Human Services. Funding over the past five years has been consistent. NCCC has received supplemental 
funding for disaster relief services.

Anticipating that federal funding will remain flat far into the future, Merlene has started conversations with 
foundations and potential corporate sponsors to support an expansion of the program. With additional fund-
ing, NCCC will invest resources in 10 target cities, where three or four service teams will be deployed. They will 
work closely with community organizations in those target cities over a three- to five- year period. A sponsor 
can underwrite a service team for $225,000 a year.
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ROCKWOOD LEADERSHIP PROGRAM
Leading from the Inside Out

Summary Analysis
The Rockwood Leadership Program specializes in delivering the best practices and methodologies in leader-
ship development to the non-profit community. Each	year,	the	Rockwood	Leadership	Program	selects	24	
key	nonprofit	leaders	from	across	the	nation	to	engage	in	its	innovative	yearlong	fellowship,	Leading from 
the Inside Out. This program is designed to create a dramatic shift in the capacity of experienced non-profit 
leaders to both lead their organizations and networks effectively, and to collaborate across the boundaries of 
issue areas, political and organizing orientations, geography, and backgrounds. Fellows participate in a series of 
training retreats. Training focuses on the elements of transformational leadership, as well as practical aspects 
of advocacy, communications, nonprofit management, and community organizing. Between training sessions, 
fellows receive coaching and personalized instruction.

HOW	IS	THIS	PROGRAM	UNIqUE?

• Rockwood teaches a particular brand of transformational leadership specifically adapted to activists and 
executives in the nonprofit sector. The model incorporates humanistic psychology and spirituality to help 
nonprofit leaders explore their own emotions, motivations, and perceptions while engaging colleagues in 
visioning for their organizations and causes.

• There are other organizations and consultancies that offer leadership training for nonprofit executives 
(Center for Social Leadership and the Center for Creative Leadership among them), but Rockwood is the 
only one that sponsors a year-long fellowship for leaders from all corners of the nonprofit community. 
Fellowships offered by universities and foundations focus on experts in a particular field — conservation, 
social justice, women’s issues, etc. Thus, the Rockwood fellowship provides a unique opportunity for non-
profit leaders to create a network outside of their own field of expertise.

• Through the fellowship, nonprofit leaders are exposed to a wide range of experts — from corporate train-
ers to communications specialists to anthropologists and Buddhist scholars. The mix of experience among 
participants and trainers provides for a rich conversation about the elements of effective leadership to 
initiate social change.

• An explicit goal of the leadership training is collaboration, and the Rockwood fellowship program has  
facilitated long-term partnerships between nonprofit groups that might not have happened otherwise.

HOW	EFFECTIVELY	DOES	THE	ORGANIzATION	LINK	TRAINING/MENTORING	TO	ITS	MISSION?

• The sole purpose of the Rockwood Leadership Program is training and mentoring, and its mission perhaps 
goes one step beyond many other training programs in aiming for a transformation in leadership for social 
change. The interaction with such a diverse group of experts is transformative in of itself and opens doors 
to new ways of thinking.

WHAT	ARE	THE	FLAWS	AND/OR	GAP	IN	ACTIVITIES	OF	THIS	PROGRAM?

• In 2009 Rockwood conducted its first comprehensive and rigorous study of the overarching impact of its 
particular approach to leadership training. Information was culled from evaluation forms, interviews with 
alumni, and a series of focus groups. The study provides some insight into the perception that alumni have 
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of Rockwood, but it does not go into any great detail on the impact on organizations or movements. That is 
tricky to measure, but it would be interesting to see if Rockwood can move beyond a common recognition 
of the importance of conscious leadership.

• Attempts to create an alumni network that facilitates consistent contact past trainings seems tentative. 
It’s unclear how effective Facebook and LinkedIn are at creating that network. Moreover, one of the key 
recommendations from the evaluation study conducted by Rockwood is that the organization create a 
formal network among the leaders that have graduated from the program. There is great interest among 
alumni to participate. 

WHAT	ARE	THE	TAKE-AWAY	ELEMENTS	FOR	THE	WILDERNESS	SUPPORT	CENTER?

• Disseminating a model of leadership that has proven to work in a variety of settings is worth exploring. 
The dual emphasis on personal satisfaction and ambitious visioning for social change appears to be pow-
erful. A partnership with Rockwood around leadership training could not only help build leadership among 
individual wilderness groups, but also bring new energy and creativity to the movement as a whole.

• Rockwood employs a range of strategies in the Leading from the Inside Out program that we know to be 
effective in other programs, namely secluded retreats to allow fellows to bond, one-on-one coaching, and 
a combination of training and real-life practice.

• The emphasis in the training on partnership building is worth exploring further. Rockwood seems to have 
been particularly successful in creating long-term relationships between partners, especially between 
grassroots groups and national organizations. The Wilderness Support Center itself is a model for forging 
such relationships, but there may be more that can be done through the new training/mentoring initiative. 

• Rockwood staff reinforced the notion that partner groups need to make some kind of financial investment 
in mentoring and training. A rigorous screening program is not enough to ensure a sustained commitment 
from partner groups.
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Program Description
The Rockwood Leadership Program specializes in delivering the best practices and methodologies in leadership 
development to the non-profit community. Through a rigorous training regimen that starts with Art of Leader-
ship, Rockwood concentrates on helping nonprofit leaders hone their skills in communication, self-awareness, 
presentation, emotional intelligence, and team-building.

Sources of Information

• interview with Amanda Berger, program director at the Rockwood Leadership Program, and Stacey Kono, 
director for the sector-based fellowships

• Rockwood Leadership Program website: http://www.rockwoodleadership.org/yearlong.html

• Robert Gass’ website: http://sacredunion.com/site/?page_id=7

• Rockwood newsletters

• Evaluation and Learning Report for the Rockwood Leadership Institute (http://rockwoodleadership.org/
article.php?id=166)

Overview of the Rockwood Leadership Program

Each year, the Rockwood Leadership Program selects 24 key nonprofit leaders from across the nation to en-
gage in its innovative yearlong fellowship, Leading from the Inside Out. This invitation-only program is designed 
to create a dramatic shift in the capacity of experienced nonprofit leaders to both lead their organizations and 
networks effectively, and to collaborate across the boundaries of issue area, political and organizing orienta-
tion, geography, and background.

• There are two different fellowship programs:

- Sector-based fellowships that bring together small groups of leaders within the following fields: Califor-
nia-based leaders of Color; LBGTQ community and advocacy; and media, communications, and informa-
tion policy. As described by the Sector-based Fellowship Director Stacey Kono, these leaders come from 
a particular “slice of the social change community.” They are brought together to build leadership skills 
but also to create partnerships within their own community.

- A second-tier of training and coaching for any Art of Leadership graduate, so this cohort of fellows rep-
resents all different parts of the nonprofit community.

• Both fellowships (as is true of all training work at Rockwood) are rooted in the concept of transformational 
leadership — encouraging participants to explore their personal philosophy, motivations, and psychology, 
as well as how to motivate and empower their staff to embrace the most ambitious of change. The fun-
damentals of the Rockwood approach are visioning, evaluating personal performance, understanding and 
applying emotional intelligence, and building partnerships.

• Fellows are also trained in advocacy, communications, community organizing, and other practical skills 
that will help them design program strategies.

• All sector-based fellows attend the Art of the Leadership seminar and a second advanced leadership train-
ing retreat. Fellows are broken into groups to attend the Art of Leadership program and then come togeth-
er as a whole for the second retreat. Sector-based fellows also receive two hours of one-on-one coaching 
throughout the year.
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• The general Leading from the Inside Out fellowship is comprised of three different training sessions over 
the course of the year lasting a total of 17 days. Trainings are held in a retreat setting with all participants 
living and working together. Each training is facilitated by two experts and is comprised of lectures, per-
sonal evaluation (via a 360 degrees review), individual and group exercises, coaching, and team building. 
A workbook is distributed before each workshop with tools and exercises that can be brought back to 
participants’ organizations.

• Between trainings, these fellows receive three-to-four hours of one-on-one coaching, both from peers and 
from professional coaches. They also receive personalized instruction and daily assignments to reinforce 
lessons learned at the retreats.

Mission and Philosophy

All Rockwood training programs — from the Art of Leadership seminar to the Leading from the Inside Out — are 
based on a framework of transformational leadership developed by Robert Gass, PhD. He is a psychologist, or-
ganizational consultant, and musician who has led workshops around the world for universities, corporations, 
and all sorts of nonprofit organizations. (He also served as the board chair at Greenpeace USA).

First described in 1978 by James MacGregor Burns (a historian and academic), transformational leadership is 
defined as follows:

“Transforming leadership... occurs when one or more persons engage with others in such a way 
that leaders and followers raise one another to higher levels of motivation and morality.”

In other words, a transformational leader is invested in an ambitious vision of change and works to engage and 
empower individuals to realize that vision. As conceptualized by Burns, there are four “dimensions” of trans-
formational leadership:

• The ability to articulate a powerful and positive vision for change that motivates and inspires others;

• A need to question and challenge assumptions, the desire to take risks, and a commitment to creativity;

• An ability and desire to attend to the needs of each individual involved in realizing the vision, and a recog-
nition of each individual’s unique contribution to that vision; and,

• An ability to motivate and inspire while also reading the psychology of a group dynamic — with an eye 
toward changing the culture of that group as needed to accommodate and encourage change.

Robert Gass’ brand of transformational leadership involves humanistic psychology and spiritual study, along 
with an understanding of organizational behavior and social change. His students study themselves as much 
as they study their organizations. They are taught to monitor their own emotional reactions, energy level, and 
motivations, as well as that of their colleagues in order to realize change. 

Demographics/Target Audience

To find candidates for the sector-based fellowships, Rockwood reaches out to alumni from those particular 
social change communities. The primary networking tool is the Art of Leadership training, and alumni of the 
program are happy to recommend colleagues for the sector-based fellowships. Candidates are asked to submit 
an extensive application to enter the program. While selective, there are fewer candidates to choose from for 
this fellowship. The fellowship open to all graduates of Art of Leadership is far more competitive.
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For the general fellowship, there is a nomination process, from which Rockwood staff choose a subset to submit 
applications. After reviewing applications, Rockwood staff select candidates for 60-90 minute interviews. They 
then choose fellows.

Rockwood receives 240 nominees for 24 slots for the general fellowship, all leaders in the nonprofit commu-
nity that are “poised to have impact nationally,” according to Amanda Berger, Program Director at Rockwood. 
In general, these fellows are high-level strategists, such as national labor leaders and executives at national 
advocacy groups. Each class will usually include 2-4 foundation officers, because, as stated by Amanda, “we 
believe that foundations are important to the social justice movement.” Of the 240, 50 are asked to submit ap-
plications and 30 are interviewed.

As described in the brochure for the program, the ideal candidate for the Leading From Within program (both 
the sector-based and general) will have the following:

• A strong commitment to the vision of the program (i.e. the concept of transformational leadership as ex-
pressed by Robert Gass);

• Well-honed communication and interpersonal skills;

• Significant experience working in social change organizations; and,

• Position and credibility as a leader within the progressive social change community.

Put another way by Stacey Kono, candidates are recognized for the impact they have in their community, have 
an openness to self-reflection and a range of exercises (such as guided meditation) that will help them become 
more self aware, and are experienced in and committed to collaboration. In selecting each class of fellows, 
Rockwood staff also try to ensure a mix of different backgrounds in terms of age, race, gender, geography, and 
expertise. They create groups of fellows from a wide variety of nonprofit organizations, both local and national. 
One of the goals that Rockwood aims to achieve in these trainings is deeper interaction between grassroots 
and national groups.

Curriculum Development

The curriculum for all of Rockwood’s training workshops is based on the model developed by Rockwood’s lead 
facilitator and trainer, Robert Gass. There are six primary leadership practices that are taught:

• Formulating and articulating a personal purpose;

• Creating and articulating vision of social change;

• Building partnerships;

• Learning to maintain personal boundaries and manage stress;

• Understanding one’s own psychology around interaction and leadership; and,

• Ensuring accountability and high performance.

Rockwood employs a team of trainers that further refine and revise workshops. Each has the following experi-
ence and characteristics:

• A thorough understanding of and commitment to Robert Gass’ transformational leadership model;

• At least 10 years experience in training and facilitating;
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• Experience working with for-profit and nonprofit organizations;

• Experience and proficiency in coaching;

• A spiritual practice of some sort that they bring to their training;

• Optimism and a belief in the positive role of change; and,

• Diversity of life experience (especially in terms of race and gender).

All programs are supervised by Program Director Amanda Berger, who has spent 20 years working with non-
profit organizations as a trainer and program coordinator. She has a background in gender and racial relations. 
The sector-based fellowship is coordinated by a full-time Fellowship Director, Stacey Kono. She was the pro-
gram coordinator for the Asian Immigrant Women Advocates and a nonprofit consultant.

The original curriculum for the Leading From the Inside Out program was developed by Robert Gass and four 
other trainers: Joan Halifax (bio provided below), Bill Ury (bio provided below), Mark Gerzon, and Hernán Qui-
ñones. The curriculum is adjusted by participants throughout the year. As described by Stacey, the team tailors 
the program so “it applies to the conversations that that particular group wants to have.” Rockwood also brings 
in guest teachers. The following is a description of core trainers and guests from the Leading from the Inside 
Out brochure:

•	William	L.	Ury,	Ph.D., is Co-Founder and Associate Director of The Program on Negotiation at Harvard 
Law School and directs the Project on Preventing War.

•	George	Lakoff,	Ph.D., is a professor of Cognitive Linguistics at the University of California, Berkeley. He is 
a Senior Fellow at the Rockridge Institute and is on the advisory board of the Frameworks Institute. He is 
the author of many books, including Don’t Think of an Elephant: Know Your Values and Frame the Debate.

•	Roshi	Joan	Halifax is a Buddhist teacher and anthropologist. The founder and director of the Upaya Zen 
Center and the Ojai Foundation, she has been on the faculty of Columbia University, the New School for 
Social Research, the Naropa Institute, and the California Institute for Integral Studies.

•	Lynn	Twist is a global activist and fundraiser who has been responsible for raising more than $150 million 
in individual contributions for charitable causes. She co-founded the Pachamama Alliance, a U.S.-based, 
NGO that supports indigenous Amazon groups in Ecuador. Her book, The Soul of Money, was honored with 
the 2004 Grand Prize from the Nautilus Book Awards.

•	Kristen	Grimm is founder and president of Spitfire Strategies, which provides communications solutions 
to support positive social change. Grimm is a frequent speaker on successful advocacy strategies, includ-
ing recent speaking engagements at the annual conferences for the Environmental Grantmakers Associa-
tion, the Council on Foundations, the Communications Network, and the National Association of Children’s 
Hospitals.

•	Ng’ethe	Maina has worked with AGENDA, a grassroots community-based organization in Los Angeles, de-
veloping it into a leading voice for poor people in struggles for social and economic justice. He is currently 
the Director of Training and Education with New York Jobs with Justice and manages the Social Justice 
Leadership Collaborative, a joint project of the Rockwood Leadership Program and New York Jobs with 
Justice.

Ng’ethe Maina is a graduate of the first Leading from the Outside In class.
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Partners and Networking

By the nature of the services that Rockwood provides, the organization is a center for partnership building, 
connecting nonprofit organizations to one another and to Rockwood. The initial Art of Leadership seminar is 
an important tool for establishing partnerships, and Rockwood has been commissioned by foundations and  
nonprofit groups to host the workshop for specific groups of nonprofit leaders. For example, Rockwood con-
vened advocates involved in climate change policy for an Art of Leadership retreat in November 2008.

There are two different ways in which Rockwood develops longer-term partnerships past the introduction pro-
vided by the initial Art of Leadership seminar. First, organizations contract with Rockwood to provide a range of 
training advice for organizational growth. Rockwood profiled two organizations that it has worked with over a 
several years: ForestEthics and the Rainforest Action Network. In both cases, staff attended the initial Art of the 
Leadership seminar. Rockwood also facilitated staff retreats and provided coaching to executives. To maintain 
the relationship, new management staff at both organizations attend the Art of Leadership seminar as part of 
their training.

Second, Rockwood facilitates longer-term collaborations between partner groups through the fellows program, 
especially the sector-based program. Amanda Berger and Stacey Kono cited two examples of such collabora-
tions, both of which occurred through the media, information, and policy fellowship. In one case, a national 
group and a grassroots organization formed an exchange program. In another case, a group focused on orga-
nizing communities of color in urban areas partnered with a consumer union to develop a policy agenda.

The Rockwood training experience is intense, and there is an expectation from partner groups that they are 
ready to engage in a process of self-evaluation. Fellows are somewhat prepared for this experience through 
the vetting process. The application outlines expectations, and Robert Gass reiterates these expectations in 
interviews. One of those important expectations is an openness toward collaboration.

Through Art of Leadership and the fellowship, Rockwood has created an extensive alumni network of thou-
sands of activists. The fellowship is one important vehicle for reconnecting with alumni, as are the coaching 
and retreat facilitations that Rockwood provides on contract. Rockwood has also created less formal ways for 
alumni to interact. There has been some attempt to create volunteer training circles, where a few alumni volun-
teer to make themselves available for sharing experiences and additional peer coaching. Amanda and Stacey 
did not speak to how effective these efforts are. In addition, Rockwood created online groups on both Facebook 
and LinkedIn. It does not appear that many alumni are signing up for either network at this time.

Impact and Lessons Learned

The efficacy and outcomes resulting from the transformational leadership model have been studied in a variety 
of ways for three decades, especially through case studies of particular institutions, including military units, 
banks, congregations, and nonprofit organizations. In the simplest terms, studies have found that transforma-
tional leaders motivate and inspire their colleagues, and as a result workers express greater job satisfaction 
and commitment to the institutions for which they work.

Thus, Rockwood is promoting a model that is seen as effective. Feedback that Rockwood has collected through 
evaluations and roundtable discussions indicates that the training regimen — and the fellowship in particular 
— are transformational experiences for those who participate. In general, participants cite the following realiza-
tions and changes in their practices:

• They feel more connected to the work that they are doing.

• They feel a greater sense of ownership of their work, resulting in a better work/life balance and time man-
agement.
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• They are more comfortable and confident in navigating group dynamics, resulting in better teamwork and 
negotiation with partners.

• They have a better understanding of evaluation measures and a commitment to evaluation and feedback 
processes.

• They obtain a range of tools for visioning, team-building, and evaluation that they incorporate into their 
work.

• They have an appreciation for the range of perspectives on any given issue, which leads to a new level of 
relationship building and collaboration.

Certainly, the sustained collaborations forged by partner groups are also a key outcome of Rockwood’s pro-
grams, especially the fellowships.

In July 2009, Rockwood completed its first formal, third-party evaluation of its programs. Evaluator Shiree Teng 
facilitated a series of focus groups, conducted a survey of past participants, and reviewed written comments 
from alumni. Her findings reaffirm conclusions described above. It is important to note that alumni of the year-
long fellowship programs got the most out of the leadership training and in fact desired even more follow-up, 
specifically more formal coaching. The evaluation also revealed another important impact of the program, that  
participants deeply appreciated the opportunity to connect with individuals with different cultural and profes-
sional backgrounds.

Three primary recommendations were made in the evaluation report:

• Integrate race, class, gender, and other traditionally divisive social dynamics into the training design;

• Provide follow-up support in form of coaching, daily practice, refreshers, and dialog circles; and,

• Connect the Rockwood network by unlocking the power of alumni and using technology.

This last recommendation is worth highlighting, for across the board respondents felt a deep need to link into 
a support community to maintain the skills that they had developed and to advance social change generally. 
As described in the report:

“Today, there are five Rockwood alumni working in the Obama administration. Over 2,200 
alumni - advocates and change activists - are spread across 41 states. They are leading some of the 
nation’s most respected social justice organizations. They are organizers. They know about net-
works. Rockwood can tap into the power and talents within its alumni network and live up to its 
brand promise to “build a network of powerful and collaborative leaders.” 
 
Implicit in this promise is the idea of helping leaders work in sustained, trusting, and cross-issue 
partnerships so that, collectively, we can more quickly and decisively turn the curve on the most 
pressing social issues of our time. Rockwood’s Art of Leadership has done a tremendous job of 
offering a deeply satisfying, intense, transformative leadership training. It has, however, yet to 
connect these leaders so that they are intentionally collaborative.”

Rockwood is planning to launch another year-long leadership program, what Amanda described as an advanced 
leadership program. The curriculum will veer a bit away from Robert Gass’ model and incorporate approaches 
of other trainers, as well as the needs of participants as revealed in evaluations of recurring workshops. Rock-
wood has also created a leadership workshop for social entrepreneurs.
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Stacey and Amanda offer the following lessons learned as Rockwood finishes training its sixth class of fellows:

• The sector-based fellowships were initiated by funders, and that created a complicated dynamic for the 
first class of fellows. Many participants felt pushed into the program by those funders, and as a result they 
did not make as deep an investment in the training. Stacey believes that the rigorous application process 
has largely solved this problem. Participants understand what is expected of them, and they must demon-
strate their commitment in the application.

• A financial investment of some kind from participants makes a difference in their level of personal invest-
ment. Sector-based fellows do not have to pay any tuition, and both Stacey and Amanda believe that it 
would be better if they made some contribution to the training.

• Fellows crave as much face-to-face contact with each other as possible. Meetings and gatherings help 
strengthen partnerships that impact advocacy efforts. It is expensive to bring the group together several 
times during the year, but Rockwood is trying to find ways to make it happen as frequently as possible. 
Right now, the sector-based fellows only meet once as a large group.

• Face time is critical to creating long-term, substantive partnerships between organizations. It also takes 
time to develop those partnerships. So anyone building a fellows program to reach important policy out-
comes must take into account the time and expense of bringing partner groups together. 

• Many participants describe the coaching as one of the most useful aspects of the program. But not every-
one takes to coaching. Rockwood is therefore considering creating a coaching bank, where those that do 
not wish to use all of their coaching hours can donate them back so that someone else can use them.

Costs

The cost per participant is approximately $15,000, which includes expenses ranging from facilities to materials 
to staff time.

Foundations provide 60 percent of the funding for Rockwood’s programs. The following is the list of funders 
from the website:

Jewish Funds for Justice

Kendeda Fund

Media Democracy Fund of the Proteus Fund

Gordon and Betty Moore Foundation

New Place Fund

Panta Rhea Foundation

Park Foundation

Peninsula Community Foundation

Prentice Foundation

Schaub Foundation

Seasons Fund

Solidago Foundation

Joseph & Marjorie Steiner Foundation

Tides Foundation funds

Wilburforce Foundation

Angelica Foundation

Arcus Foundation

Brainerd Foundation

Catalyst Fund of the Liberty Hill Foundation

Carolyn Cavalier Rosenberg Philanthropic Fund  
of the Jewish Community Endowment Fund

Compton Foundation

Nathan Cummings Foundation

Ford Foundation

Frog Crossing Foundation

General Service Foundation

Gill Foundation

Evelyn and Walter Haas, Jr. Fund

Hidden Leaf Foundation Fund  
of the East Bay Community Foundation

David and Barbara Hirschhorn Foundation

Roy Hunt Foundation
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About 35 percent comes from tuition fees. Participants pay on a sliding scale, depending on the size of the 
organization. It’s important to note that Rockwood tries to make it possible for organizations with budgets less 
than $500,000 to send their staff. Another five percent of revenue comes from individual donors. Rockwood 
hopes to increase earned income to comprise at least half of the organization’s budget.
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STANFORD UNIVERSITY,  
CENTER FOR SOCIAL INNOVATION
Service Learning Program

Summary Analysis
The	Service	Learning	Program	is	a	component	of	the	Public	Management	Program	at	Stanford	University,	
which	resides	within	the	school’s	Center	for	Social	Innovation.

Launched	 in	2006,	the	Service	Learning	Program	offers	domestic	and	 international	opportunities	 for	
Stanford	University’s	graduate	business	students	to	work	with	leading	social	entrepreneurs	addressing	
some	of	the	world’s	most	pressing	social	and	environmental	concerns.	

The program has three primary objectives:

• To explore the role of business and relevance of business skills in solving social and environmental prob-
lems;

• To build relationships between the Graduate Business School, its students and faculty, and leading social 
entrepreneurs around the world through on-site experiences and longer-term projects; and,

• To inspire students to leverage their management education for social change throughout their lives.

There are three components to the program:

• Service Learning Trips, where students travel for eight to ten days to meet with leaders of social service 
organizations from around the world. Since 2006, students have traveled to Brazil, East Africa, Guatema-
la, India, Thailand, Cambodia, China, and New Orleans. Each trip has a particular social focus. For example, 
during the trip to India, students met with social leaders focused on designed and delivery health services 
to the underserved. In Guatemala, students studied the fair trade and organic coffee trade.

• Class credit for case studies, consulting projects, and research papers inspired by Service Learning Trips.

• Four-week site visits during the summer to one of the partner organizations students are introduced to 
during their initial Service Learning Trip.

HOW	IS	THIS	PROGRAM	UNIqUE?

• The graduate business program at Stanford University is routinely recognized for its leadership in prepar-
ing socially responsible entrepreneurs. Beyond Grey Pinstripes — the key group that evaluates business 
programs on their efforts to promote social responsibility — ranks Stanford University first in its overall 
work to engage its students in a range of activities to apply tools of business to social problems.

• The Service Learning Trip provides business students with a unique opportunity to engage in the conver-
sation with social leaders across the world on how to apply business skills to social problems. While not a 
leadership development program per se, the opportunity to build a relationship with a nongovernmental 
organization overseas is a challenging exercise in deep listening, overcoming cultural assumptions, and 
applying an important skill set to social problems.



60The Wilderness Support Center: Models of Successful Training and Mentoring

• Stanford University business students are considered the best and brightest — ambitious, intelligent, cre-
ative, and proactive. Engaging these students in social change is of tremendous benefit to nongovern-
ment organizations and to ensuring that businesses undertake a range of creative strategies for building 
socially responsibly economic opportunities across the world.

HOW	EFFECTIVELY	DOES	THE	ORGANIzATION	LINK	TRAINING/MENTORING	TO	ITS	MISSION?

• Community engagement is a core value for the Center of Social Innovation within Stanford University’s 
graduate business school. The Service Learning Program is one such program through which students can 
step into the real world from the angle of social entrepreneurship. That said, it is not a major program at 
the school; it could better be described as an evolving program.

WHAT	ARE	THE	FLAWS	AND/OR	GAP	IN	ACTIVITIES	OF	THIS	PROGRAM?

• As an emerging program at the school, formal systems for evaluating partner groups are not in place. 
Amanda, the head of the program, is the driving force and final arbitrator in determining the best partner-
ships. It seems to be a somewhat organic and intuitive process at this point, although she does use two 
reputable guides for screening partners: The Schwab Center of Social Entrepreneurship and Ashoka.

• Likewise, the system for choosing Service Learning Trips is not systematic, but rather relies on the judg-
ment of Amanda and students. This is not a flaw per se, especially since the students at Stanford are 
thoughtful and proactive.

• Also, service learning projects evolve in an organic way, relying on the savvy and persistence of students. 
They are expected to create an infrastructure for sustainability, but that is in the nature of entrepreneurs 
and that is why this project presents such a good learning opportunity. To date, only three students have 
gone beyond the Service Learning Trip to complete a service learning project. What the long-term benefit 
for partner organizations of the Service Learning Program remains unclear, especially as students gradu-
ate and move on to a different career path.

WHAT	ARE	THE	TAKE-AWAY	LESSONS	FOR	THE	WILDERNESS	SUPPORT	CENTER?

• Students are an important resource and advocate for training programs, and it makes sense to involve 
them in the process of developing training resources and partnerships.

• Business students in particular are proactive and persistent. Is there a way to more deeply engage them 
in land protection campaigns, bringing their unique expertise in entrepreneurship to grassroots activism?

• Is there more to learn about how to use the infrastructure of a university to support conservation? The 
Stanford graduate business school provides both a learning laboratory and a rigorous training program. 
Is this something to model for The Wilderness Support Center, especially when thinking about how to har-
ness the skills of veteran conservation leaders and academics?
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Program Description
The Service Learning Program is a component of the Public Management Program at Stanford University, 
which resides within the school’s Center for Social Innovation.

Center	for	Social	Innovation

As an institution, the Stanford	Graduate	School	of	Business believes that business schools have a responsibil-
ity to teach students to be innovative, principled, and insightful leaders who can change the world. As such, the 
Center	of	Social	Innovation represents a cornerstone of the school’s multidisciplinary approach to manage-
ment and leadership education.

The Center invests resources in an integrated set of activities that are designed to enhance the leadership and 
management capacity of individuals who strive to create social and environmental value. The Center leverages 
Stanford’s knowledge, expertise, and networks, bringing community leaders together with faculty, students, 
and alumni to address social problems on several fronts.
 
The Center builds capacity on multiple levels — discovering and disseminating knowledge, building skills and 
competencies, and supporting individuals to see themselves as agents of change. Through this comprehensive 
model of capacity building, the Center facilitates individual action that leads to social impact.

The Center for Social Innovation’s core activities fall under the following categories:

Thought Leadership: Through the discovery and worldwide dissemination of new ideas, the Center increases 
awareness of social problems and provides frameworks for thinking about and solving these problems. The 
Center brings academic rigor to research that enhances understanding of social innovation. The Center is com-
mitted to bridging the “knowing-doing” gap by translating abstract academic research and ideas into useful 
and accessible formats in publications, case studies, and books.

Student Engagement: Stanford has been the leader in teaching business students about social and environ-
mental issues and preparing them for careers in nonprofits, government, and socially responsible business 
for more than 30 years. The Center prepares future leaders, supporting students by investing in specialized 
academic preparation, experiential learning, mentoring for careers in social innovation, and opportunities for 
students to engage with the community.

Community Engagement: Since its inception, the Center has developed intensive learning opportunities that 
are designed to improve management skills for social change. The Center reaches thousands of individuals and 
organizations each year through executive education, special programs, conferences, lectures, and workshops 
serving the larger community, as well as through pro bono consulting services offered to a broad range of non-
profits and government agencies.

Public	Management	Program

For more than three decades, the Public Management Program has given students the knowledge and hands-
on experience needed to apply business principles to social and environmental issues. Part of the Center for 
Social Innovation, the Public Management Program supports student learning in areas spanning public and 
nonprofit management, social and environmental entrepreneurship, international development, environmental 
sustainability, and corporate social responsibility.

The Public Management Program’s mission is to improve the welfare of individuals, communities, and the world 
by preparing MBA students to apply their management and leadership skills to social problems.
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Sources of Information
• Interview with Amanda C. Greco, Assistant Director of the Public Management Program 

• Stanford University’s Graduate Business School website http://www.gsb.stanford.edu/csi/about/index.
html

• Stanford University’s Graduate Business School Admissions blog http://www.stanford.edu/group/mba/
blog/

• Stanford University’s Graduate School of Business video blog http://videogsb.stanford.edu/

• Service Learning Program fact sheet

Overview of the Service Learning Program

Launched in 2006, the Service Learning Program offers domestic and international opportunities for Stanford 
University’s graduate business students to work with leading social entrepreneurs addressing some of the 
world’s most pressing social and environmental concerns. 

The program has three primary objectives:

• To explore the role of business and relevance of business skills in solving social and environmental prob-
lems;

• To build relationships between the Graduate Business School, its students and faculty, and leading social 
entrepreneurs around the world through on-site experiences and longer term projects; and,

• To inspire students to leverage their management education for social change throughout their lives.

There are three components to the program:

• Service Learning Trips, where students travel for eight to ten days to meet with leaders of social service 
organizations from around the world. Since 2006, students have traveled to Brazil, East Africa, Guatema-
la, India, Thailand, Cambodia, and New Orleans. Each trip has a particular social focus. For example, during 
the trip to India, students met with social leaders focused on design and delivery of health services to the 
underserved. In Guatemala, students studied the fair trade and organic coffee trade. 

• Class credit for case studies, consulting projects, and research papers inspired by Service Learning Trips.

• Four-week site visits during the summer to one of the partner organizations students are introduced to 
during their initial Service Learning Trip.

Additionally, students can engage with the nonprofit community in the Bay Area through two other programs:

• Through the Board	Fellow	Program, students learn firsthand about effective board governance by serv-
ing an eight-month apprenticeship on a San Francisco Bay Area nonprofit board of directors.

• Students may join the Future	Alumni	Consulting	Team, partnering with alumni and fellow students to 
provide pro bono nonprofit consulting services to Bay Area nonprofits.

Mission and Philosophy

Experiential learning is a core value of the Public Management Program, and in this vein Stanford provides 
students in this program myriad opportunities to extend their learning beyond the classroom through hands-
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on service. Programs encourage students to engage with and contribute to the Bay Area community, as well as 
through the Service Learning Program.

A second core value — formalized by the business school in 2007 — is the importance of a global perspective. 
In 2007, Stanford added a requirement to the MBA: a Global Experience Requirement. The requirement must 
be completed by the start of the winter quarter of the second year of the program. Students choose between 
a four-week Global Management Immersion Experience, week-long exchange programs with leading business 
schools in China and India, week-long Global Study Trips, and the Public Management Program’s Service Learn-
ing Trips.

The objectives of this new requirement:

• to help develop students’ understanding of the cultural, economic, financial, and political forces that drive 
the global marketplace; and 

• to provide a framework for, and experience in, learning about specific markets. 

Demographics/Target Audience

The Stanford University Graduate Business school is comprised of five core educational programs: the two-
year MBA, a ten-month certificate program, the Ph.D. program, a summer session, and an executive training 
program. For the 2008-2009 academic year, 739 students were enrolled in the MBA program.

The MBA program is consistently among the top ten business schools in the world and as such is highly selec-
tive. In 2009, less than seven percent of applicants were accepted for the MBA. The school evaluates applicants 
on three key criteria: intellectual vitality, demonstrated leadership potential, and an amorphous personal quali-
ties and contributions, described as:

“In a world that often rewards conformity, the Stanford community thrives only when you share 
your individual experiences and perspectives. To understand how you will contribute to and ben-
efit from the Business School community, we want to know about you: your experiences, beliefs, 
your passions, your dreams, your goals.”

Most MBA students have some work experience; according to statistics provided by the business school, the 
median number of years in the workforce for enrolled students is four. The student body is somewhat more 
diverse than other business schools. Women make up between 32 and 38 percent of the student body. Between 
17 and 24 percent of students count themselves as ethnic minorities. Between 33 and 37 percent of students 
are from another country (this includes international students with permanent residence status in the U.S.).

Engagement with the Public Management Program is loosely defined. As explained by the program director 
Amanda Greco, the program “is not a declared or defined group, it’s kind of a group that gets really big when it 
is about attendance of events and gets tightened down when you talk about people who are getting the Certifi-
cate (in public management).” In the 2008-9 academic year, approximately 84 students participated in some 
part of the Public Management Program. 

Each Service Learning Trip accommodates 18 students, one faculty member, and one staff member. Since the 
inception of this initiative in the 2005-6 academic year, there has been far more demand than supply, and the 
process of selecting students to participate has evolved.

At the beginning of the fall quarter, interested second-year students indicate and rank in order of preference 
where they would like to go and what style of trip they are most interested in. Using this information, Amanda 
has designed an algorithm to process the data gathered from the students matching their interests to the style 
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of trip best suited to them. Approximately 65 percent of the available slots are filled by this allocation process. 
The remaining 35 percent of spots are filled by first- and second-year students who apply directly to a particu-
lar Service Learning Trip.

Curriculum Development

Amanda Greco manages the Service Learning Program in collaboration with social entrepreneurs, faculty, stu-
dents, staff, and alumni. She evaluates and conducts due diligence on partner organizations, orchestrates trip 
itineraries and logistics, and coordinates service opportunities tailored to each local context. She is responsible 
for managing internal and external communications about the program, supporting follow-up projects between 
students and partner organizations, and evaluating the program’s outcomes and effectiveness.

In crafting an itinerary for a Service Learning Trip, Amanda engages in conversations with social entrepre-
neurs, business leaders, government officials, and leaders of successful community-based organizations. From 
these conversations, she comes up with a variety of themes and issues. The school has also created a student 
advisory panel comprised of five students to help devise trips.

“In the past three years, the most recent additions to our global service trips were to India, South Africa, and 
China,” says Greco, “and all of those were directly related to some of the feedback that we got in terms of 
places that we knew that students were interested in going… working in, or had an interest in for their career 
path.” Trips designed around student interest generate the most demand, but in Greco’s words: “Whether or 
not these are the best trips, I don’t think that is necessarily is true, but at least we know that we are building 
something that is going to meet the interest of what students here are excited about.”

The following trips were offered in the 2008-2009 academic year: 

• The China	Service	Learning	Trip explored the need to balance energy consumption and environmen-
tal sustainability in the context of China’s rapidly changing economy. Students met with people shaping 
government policy and business leaders who will shape the future of the world’s energy scene. They also 
learned about innovative partnerships supporting land stewardship and earned income among traditional 
communities. And they toured the largest hydroelectric power station in the world, clean tech manufactur-
ing facilities, wildlife refuges, and community-based renewable energy projects. 

• The Guatamala	Service	Learning exposed students to the coffee supply chain, offering them the oppor-
tunity to experience the industry’s impact on communities and the environment. Students picked coffee 
alongside former civil war guerilla fighters on a fair-trade, organic coffee cooperative and helped farmers 
construct a coffee-processer.

• Students also traveled from Mumbai to Madurai on the India	Service	Learning	Trip, investigating the 
fundamental role that improving health care plays in breaking the cycle of poverty. Students toured Asia’s 
largest slum and met with nonprofit organizations that have pioneered effective community-based ap-
proaches to health and development.

Domestic Service Learning Trips — with the exception of one to New Orleans — have generated very low interest. 
Amanda designed a trip focused on real estate, land conversation, and environmentalism in Yellowstone Na-
tional Park. Only two students showed any interest in the trip, and it was cancelled. “It was a fantastic itinerary,” 
Greco said. “We thought that being outdoors and being able to work on some of the fencing issues or cleaning 
up invasive plants would be really interesting for students. But a lot of the domestic stuff – (such as programs 
in) national parks – are things (students) want to do in their personal lives and with their families, not so much 
through an academic setting.”

Amanda suggested that this lack of interest in domestic Service Learning Trips may be a unique problem for 
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their student body. “…There may be tons of other universities with undergraduates or corporate programs that 
would really benefit from it,” Amanda said. She pointed out, however, that many Stanford students were able 
to access domestic service opportunities through other university programs such as internships, including in-
ternships at national parks. Another reason for lack of interest may be because students often use the Service 
Learning Trips to fulfill the Global Experience Requirement. 

It is worth noting that Service Learning Trips do not generally entail advocacy or legislation, because, in Aman-
da’s words, “the students (at Stanford) are not policy wonks.” While programs may look at cross-sector solu-
tions, investigations into public/private partnerships merely serve to flesh out the students’ understanding of 
an issue related to the Service Learning Trips. “In the case of our China trip, the government in China is a huge 
player in environmental and energy policy landscape, so they were a really important voice to try to under-
stand,” she clarified. “But it’s not like we’re there looking at legislation or advocacy too strictly.” 

To foster continued engagement in service learning, the Public Management Program recently launched two 
new initiatives. The first program, the Post-Trip	Service	Project, grants students two units of academic credit 
for completing a consulting project, research paper, or case study for one of the trip’s partner organizations. 
The second program, the Service	Learning	Project	Fund, provides financial support to students who choose 
to wish to conduct an on-site project to benefit one of the organizations visited on the Service Learning Trip. 

To date, according to Amanda, only one student has participated in the academic follow-up project and two 
students implemented a summer project. After returning from Thailand, MBA students Katherine Boas and 
Scott Raymond felt inspired to make a lasting contribution to the work of Population and Development Associa-
tion. They were interested in meeting a specific need that had been shared by founder Mechai Viraviadya, and 
worked with Mechai and Stanford faculty member Rick Aubry to design The Barefoot MBA, a business curricu-
lum to help aspiring people in rural Thailand launch and maintain profitable businesses. Katherine and Scott 
returned to Thailand during the summer of 2007 to pilot and refine this curriculum.

Partners and Networking

From what we are able to piece together from the interview with Amanda and from Stanford’s website, the 
selection process for partners is fluid and organic at this early stage of the Service Learning Program’s devel-
opment. 

Student interest steers the location and subject matter of a Service Learning Trip, and Amanda identifies and 
contacts potential partners, assessing as she goes whether or not the partnership will be fruitful. Greco strives 
to create balance within the itinerary, mixing and matching perspectives to piece together a bigger picture 
of a place or issue. She remarks that the partners in many ways self-identify: “Sometimes at the end of the 
exploration phase, personal recommendations come forward, or someone is extremely responsive and has a 
really interesting story.” Amanda does look for leaders in social change and entrepreneurship. As she puts it: 
“To have a discussion with someone who cares about a social issue or an environmental issue, but who can also 
talk about strategic advantage tends to be really important for our students.” She also looks to the long term in 
developing partnerships, “…looking for organizations that want to work with the school, that see potential for 
internships and have the bandwidth to manage them, which,” she cautions, “you can’t assume.”

As the sole implementer of the Service Learning programming at Stanford, Amanda casts a “pretty wide net” 
as she begins her search for potential partners. Without the resources for extensive research into fledgling 
organizations, she first looks within Stanford’s alumni network for potential partners. She also relies heavily on 
the validation of established global organizations that support social innovation: in particular, Ashoka and the 
Schwab	Foundation	for	Social	Entrepreneurship. 

Ashoka is the world’s largest and oldest global association of social entrepreneurs. With a mission to support 
these innovators, build sector infrastructure, and promote group entrepreneurship, Ashoka is a logical resource 
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for Amanda in seeking out appropriate partners for the Service Learning Trips. Over the past 25 years, Ashoka 
has built a robust global nominator network consisting of partner organizations, businesses, social entrepre-
neurs, and community leaders in order to identify the world’s most innovative and successful social entrepre-
neurs. Ashoka network contains over 2,000 leaders whose ideas and organizations shape the communities in 
which they work.

The Schwab Foundation for Social Entrepreneurship, like Ashoka, includes leading social entrepreneurs around 
the world. Schwab’s network is currently comprised of 150 social entrepreneurs from various fields, including 
health, education, environment, micro-finance and enterprise development. The Foundation selects partners 
through a stringent evaluation process that looks at entrepreneurial innovation, sustainability, and social im-
pact in the sector.

Amanda hopes that there will be opportunities to partner with the Hoover Institution and the Woods Institute 
for the Environment – both located on the Stanford campus – in the future to expand the focus of Service 
Learning Trips to advocacy. In the meantime, faculty from both places provide input or serve as speakers on 
issues related to advocacy and policy.

Impact and Lessons Learned

Because the Service Learning Program is still in a nascent stage, data is not yet available as to the sustained 
impact on alumni. However, there is anecdotal evidence of impact. According to Amanda: “We have students 
who have stepped into real full-time positions with an organization they met during the course of the trip, or 
who shifted from wanting to go into finance but went to incorporate education into their career plans…. And 
there are students who still take the management consulting job but who have decided that they really want 
to stay connected to community issues…(and) join a board, or end up volunteering.” With limited resources, 
Amanda is unable to keep much contact with Service Learning Trip participants once they obtain their MBA.

We did not have an in-depth discussion with Amanda about lessons learned thus far, and it would most likely be 
fruitful to follow up with her. We did glean the following from our conversation with her:

• Service Learning Trips that tie directly to student input generate the highest interest and participation.

• While Amanda has put together and overseen an impressive array of programming, it is clear that one 
staff person is not enough to implement much more than the Service Learning Trips. With additional staff, 
the university could provide more support to students in designing follow-up projects and in evaluating 
the impact of service learning over the long term.

• Stanford business students are a motivated, ambitious constituency enrolled in a highly competitive grad-
uate training program. They bring their proactivity and ambition to the table in shaping the service learn-
ing program. Whether you can depend on another kind of student to step up — or put it another way, to 
have as strong an opinion on how to shape their education — is unclear.

• A requirement from the university for an outside experience certainly helps to encourage participation in 
a service learning program.

Costs

The trips cost between $1,000 and $4,500 to the students, which students bear. Some of this cost can be paid 
for with financial aid. We did not confirm with Amanda if these fees cover all program costs; it is safe to assume 
that some there are additional expenses.
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We did not discuss with Amanda if the Service Learning Program received any funding from other sources. It 
is important to note that Stanford University is the most successful school in the country in terms of fundrais-
ing, and the business school is receiving funding from the current capital campaign for expansion of facilities. 
As of 2008, Stanford secured gifts totaling more than $785 million. It is two years in to a capital campaign, the 
Stanford Challenge, the goal of which is to raise $4.3 billion by 2011. Phillip K. Knight, the founder of Nike, has 
pledged $100 million as the lead gift to build the Knight Management Center, a new campus for the graduate 
business school.
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—Phil Radford

Greenpeace is an independent 
campaigning organization that acts to 
expose global environmental problems 
and achieve solutions that are essential 
to a green and peaceful future.

Greenpeace USA
702 H Street NW Suite 300
Washington, DC 20001
Tel/ 202.462.1177
Fax/ 202.462.4507
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Introduction
For the past ten years, Greenpeace USA has made a significant and sustained 
investment in a new generation of environmental leaders, reaching out to our most 
ardent and dedicated supporters college students. Our recruitment efforts on cam-
puses here and in Canada have helped us build a diverse pool of student activists 
of more than 20,000 who are on call to engage in multi-faceted campaigns that 
provide an invaluable real-world experience in organizing. From this student 
community, we choose the best and brightest — those with the fortitude, tenacity, 
and savvy to face off against the most powerful and corrupt — and provide them 
with comprehensive training and mentoring so that they are positioned to lead 
successful campaigns on their campuses.

The result has been extraordinary. Student-led initiatives at colleges across 
America have pushed forward historic environmental reforms — from obtaining 
commitments from 49 colleges to invest in clean energy infrastructure to forcing 
the largest paper product company in the world, Kimberly Clark, to adopt the 
most forward-looking sustainability policy in the world.

For the students themselves — and for the progressive movement as a whole — 
the impact of these campaigns and subsequent victories is long lasting. Through 
training and mentoring efforts, Greenpeace has grown a host of leaders that are 
fundamentally shifting the political landscape on a range of issues. Students who 
have participated in Greenpeace’s college campaigns and trainings have gone 
on to run the most successful progressive initiatives and organizations, from the 
Rainforest Action Network to Moveon.org’s Operation Democracy. Many of our 
students graduate from college and come to Greenpeace, leading organizing 
activities, helping us build our base of supporters, and supporting subsequent 
training efforts. Our current executive director, Phil Radford, is one such leader.

Thus, Greenpeace has created one of the most forward-looking leadership 
development programs in the progressive community, one that has provided 
thousands students with rigorous and comprehensive training that sets them up 
for a successful future in the environmental movement and beyond. This work 
is an essential to creating future for our young people, for the larger society of 
concerned citizens, and for our planet.
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Why Students?
From civil rights to nuclear disarmament to responsible 
stewardship of our planet, students have historically 
played a critical role in social movements. There are many 
reasons why. Students have more time for civic engage-
ment than most others in our society. Moreover, college 
is a time of awakenings, where students examine deeply 
held beliefs and formulate political views that they carry 
into their adult lives.

The conservative movement recognized the power of 
the student in the 1970s. A confluence of conservative 
thinkers, including then-soon-to-be Supreme Court 
Justice Powell, issued calls to action to conservative 
leaders to make a deep and long-term investment in 
educating students in conservative ideals and providing 
them with organizing tools and leadership skills. A range 

of organizations and funders heeded the call, and we see the 
results today, from the leadership at think tanks such as the 
Heritage Foundation to influential opinion makers like Rich 
Lowry of The National Review to a range of elected officials 
who started out as student campaigners and interns with 
conservative organizations.

As of 2006, conservative groups were spending ten times 
that of their progressive counterparts on leadership develop-
ment, around $40 million a year.

The Evolution of the  
Greenpeace Student Movement

From organizing 120 people to protest the 
presidential debates in Miami to training 40 
women how to speak to the press about 
how they are personally affected by power 
plant mercury contamination to traveling to 
Germany to meet other environmental lead-
ers, the Greenpeace Organizing Term was 
one of the best experiences I’ve had. I now 
understand what it means to be an organizer. 
I can now use all the amazing skills I’ve 
learned and experiences I’ve had to actually 
make a difference.

Charis Barnes, Greenpeace 
Organizing Term Alumnus

© Greenpeace/ Robert Meyers
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Then in 2004, Greenpeace launched the Greenpeace 
Organizing Term (GOT), creating the first comprehensive 
training program for students engaged in environmental 
activism. Conceived of by Phil Radford, who came to 
Greenpeace in 2003 as Grassroots Director, the Organizing 
Term was designed to provide the students deeply involved 
in activism a sustained and holistic training in conceiving, 
planning, and implementing grassroots campaigns. The first 
students graduated from the program in 2006 and helped 
lead some of Greenpeace’s most successful campaigns, 
including: Kleercut, the drive to convince Kimberly Clark to 
stop using virgin trees for its paper products ; the Green 
My Apple initiative that convinced Steve Jobs to phase out 
brominated flame retardants and polyvinyl chloride plastics 
from Apple products; and, Project Hot Seat, Greenpeace’s 
national grassroots effort to secure commitments from 
Members of Congress to support scientifically sound climate 
change legislation.

In 1999, Greenpeace began to actively recruit students to 
engage in fight to stop global warming. Our first formal,  
organized campus campaigns targeted Ford, General 
Motors, Exxon, and other companies bankrolling the 
Global Climate Coalition, the most vocal and confronta-
tional of industry groups spreading misinformation about 
global warming. This campus-based effort garnered im-
mediate results. When the campaign was covered in the 
Seattle Times, the Seattle Post-Intelligencer, and several 
other papers, Bill Ford, Jr. instructed his chief of staff to 
contact the students to ask them to stop attacking Ford 
in the press. The response: “We’ll talk once you leave 
the Global Climate Coalition.” Within months, the Ford 
Motor Company pulled out of the Coalition, soon followed 
by General Motors, Texaco, Southern Company, and 
others. Soon thereafter, the Global Climate Coalition shut 
down its website, forever losing its status as the leader of 
industry’s strategy to kill the Kyoto Global Warming Treaty.

In 2000, Greenpeace Student Program staff organized 
college students to follow Senator John McCain and 
other presidential candidates on the campaign trail, 
calling on them to address global warming. Surprised by 
the number of young people calling for a plan on global 
warming, Senator McCain promised that he would hold 
hearings on the issue. To this day, Senator McCain at-
tributes his leadership on global warming to the students 
in New Hampshire who brought the issue to his attention.

Then in 2001, Greenpeace recruited students from the 
Stanford and Yale environmental law clinics to research 
strategies to hold companies accountable for contributing 
to global warming. Yale law student Dave Grossman 
drafted a document that helped New York Attorney 
General Eliot Spitzer sue power plants and utilities for 
their contribution to global warming. Greenpeace also 
took 230 students that year to the Kyoto Treaty negotia-
tions in The Hague, Netherlands.

Tanya Beuter, Spring 2006 
Greenpeace Organizing Term

This experience was a journey to the discovery of 
my beliefs and how my actions and passion can 
indeed change something if I put enough effort 
into it. I learned how one person or a team of 
individuals can work together on a single project 
and make something happen. I can organize an 
event of any nature and get over a hundred people 
to show up. That, in itself, is priceless.

students enlisted through Greenpeace 
online recruitment efforts

students each year who graduate from the 
Greenpeace Organizing Term

20,000 75–80

The Greenpeace 
Leadership Initiative Today

Initial Steps in Building Student Leaders
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The Greenpeace Student 
Leadership Ladder
Greenpeace offers a wide range of opportunities for students to engage in activism — from signing 
on to petitions and sending postcards to decision-makers to working closely with Greenpeace staff to 
run organizing drives to becoming trainers and mentors themselves. The most dedicated and talented 
students move up a Leadership Ladder that steps up their involvement in activism, with Greenpeace 
staff and other students standing behind them to train, mentor, advise, and encourage.

Level eleven: 
Greenpeace hires the best and brightest as positions become available.

Level ten: 
Greenpeace encourage outstanding student leaders graduating from college to apply for a 
paid fellowship to support the student team at Greenpeace.

Level nine: 
Greenpeace selects six students to serve on the board for the student network.

Level eight: 
Greenpeace encourage student leaders to join Greenpeace as interns and as fundraisers in 
the Frontline office for a semester or summer.

Level seven: 
GOT students return to school to plan and run campus-based campaigns, as well as 
provide training to the next class of Organizing Term students and others.

Level six: 
Students apply for and enroll in the Greenpeace Organizing Term (GOT), spending a 
semester learning about the many facets of Greenpeace campaigns.

Level five: 
Greenpeace recruits campus coordinators who organize students for campus-based 
campaigns.

Level four: 
Greenpeace identifies on-call students who work with campus coordinators to organize 
days of action and other campaign activities.

Level three: 
Greenpeace recruits dedicated students for further training and activism with peer-to-peer 
conference call workshops, as well as subsequent protests and direct actions.

Level two: 
Greenpeace keeps students up-to-date on campus campaigns and provide opportunities 
to engage, such as writing letters to elected leaders or joining a day of action.

Level one: 
Students get involved with Greenpeace for the first time, usually through the Greenpeace 
online action center.

© Greenpeace/ Nick Cobbing



page 7

Infrastructure for 
Campus Campaigning

Students on any given campus  
are supported by a Student Organizing Team at 
Greenpeace comprised of coordinators and trainers 
linked in to all of Greenpeace’s organizing work. Full-time 
Greenpeace staff known as Student Coordinators oversee 
campus-based activities, serving as recruiters, trainers, 
and mentors. Each Student Coordinator supervises up 
to 20 campuses at a time, working closely with Campus 
Coordinators, students who take charge of Greenpeace 
campaign activities at their college.

Student activists and leaders are linked together through 
a national Student Network. Supported by a national 
coordinator at Greenpeace, the network synchronizes 
events and protests across college campuses. Greenpeace 
also activates the network to bring students to large-scale, 
national days of action. Beyond amplifying the power of any 
given student campaign, the network also provides a peer-
to-peer support system for student leaders. Six exceptional 
student activists serve on the Student Network’s board, 
stepping in as advisors to Greenpeace and strengthening 
the ties among students across the country. Two student 
board members run the Greenpeace Organizing Term 
alumni network, two students coordinate national days of 
action, and two students oversee peer-to-peer training. 

Climate Action Day
Students from all over the country 

came to Washington, DC in February 

2009 for the largest demonstration 

of its kind protesting global warming. 

GOT students and alumni organized 

and attending the event, recruiting 

more than 12,000 students.

© Greenpeace/ Kate Davison

© Greenpeace/ Robert Meyers

© Greenpeace/ Tim Aubry
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Key Training 
Opportunities

At any stage of their growth as an activist, students have access to  
formal training in Greenpeace tactics and campaigns.

The first level of training is offered by the Student Network board through 
conference calls. Each call focuses on a specific topic relevant to student 
campaigns, from recruitment strategies to how to plan and execute a specific 
initiative (such as pressuring campus officials or staging a direct action) to how  
to replace student leadership on campus for the coming school year.

The most dedicated student activists apply for the Greenpeace Organizing 
Term (GOT) that is offered three times a year: Spring (February-April), Summer 
(June-August) and Fall (September-December). Those that are accepted spend 
a semester in either Washington, DC or San Francisco completing four phases 
of the training. The first phase is comprised of a series of structured workshops 
introducing students to various aspects of Greenpeace campaigns, including 
recruitment drives, phone-banking, and messaging. Greenpeace often invites 
guest lecturers to talk to students, including communication experts and veteran 
organizers. The second phase includes additional training and hands-on exercises 
in direct action and more advanced campaign tactics, including media outreach 
and Internet organizing. For the third phase of the term, students travel abroad to 
work with Greenpeace campaigners across the world for what is known as the 
Greenpeace Expedition. In the fourth and final phase of training, students work 
with other student leaders to execute campus-based organizing activities.

Once they have completed the training, Greenpeace remains connected with 
GOT alumni as they return to campus, through campaigns, through Student 
Coordinators, through the Student Network Board, and through additional 
trainings. More than 70 percent of GOT alumni stay involved with Greenpeace  
in one way or another for the duration of their college experience.

GOT Students Abroad
A key experience for GOT students is the 
Greenpeace Expedition, a journey off campus to 
join Greenpeace staff all over the world as they 
campaign to protect the planet. Students have 
boarded Greenpeace’s ships, have traveled to 
Poznan, Poland to engage in protests around 
climate change talks, and have journeyed to the 
Boreal Forest in Canada to witness the destruction
caused by tar sand drilling.

© Greenpeace/ Konrad Konstantynowicz
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There is one more level of training provided to the most experienced of Greenpeace 
student activists. Each summer, Greenpeace invites these students to participate in 
an Activist Camp, a week of intensive training during the summer designed to assist 
students in planning Greenpeace-style campaigns. Topics include facilitation of group 
decision-making processes, advanced media outreach and messaging, and campaign 
planning frameworks.

Students who see themselves forging a career in activism have additional opportunities to 
work with Greenpeace staff through internships and paid fellowships. Interns can spend 
a semester or summer at Greenpeace offices in Washington, DC and San Francisco or 
in one of Greenpeace’s 17 Frontline canvassing offices. Graduating students can apply 
for fellowships, working with a mentor on specific projects — from Internet organizing 
to website development to training GOT students to fundraising. Fellowships are both 
part-time and full-time, and all fellows receive a modest stipend. They are also invited to 
attend a series of weekly lectures given by guest speakers. Fellowships are typically six 
months in duration. 

Christine Irvine is an alumnus of the Greenpeace Organizing Term. She first 
heard of the Greenpeace training through a small group she worked with at Elon 
University, Students for Peace and Justice. As she describes it, the group was 
made up of passionate students with no formal training in organizing. Someone 
from the group had heard of the Greenpeace Organizing Term, and Christine 
did some more research online. She soon found herself among fellow student 
activists in Washington, DC in 2006, learning a whole new set of skills that 
further ignited a deep desire to be a part of social change, specifically efforts to 
stop global warming. “I left Greenpeace Organizing Term on fire,” she says. “I felt 
unstoppable.”

She returned to campus and researched what she could do to get her campus 
to address its carbon footprint. She joined the Energy Action Coalition (of which 
Greenpeace is a member) and helped secure a commitment from Elon University 
administrators to become carbon neutral by 2030. She then began working 
for the Southern Alliance for Clean Energy, although she never lost touch with 
Greenpeace staff, who continued to encourage and support her. As part of her 
work, she helped recruit for Climate Action Day in Washington, DC, where more 
than 12,000 students converged at the Capitol in March 2009 to protest inaction 
on global warming.

This year, Greenpeace staff asked her to apply for a position with the Green-
peace Student Organizing Team. She is now helping to plan and coordinate the 
Greenpeace Organizing Term for up-and-coming student leaders.

Christine Irvine

on-call students who routinely engage in 
campaign campaigns and days of action 

250 100
campus coordinators who organize students for 
days of action at colleges across the country

© Greenpeace/ Amanda Starbuck
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Matt Ewing started his career as an activist as a student at Grinnell College, from protesting 
President Bush’s rejection of the Kyoto Treaty to pushing for clean energy with Greenpeace in 
Florida. Matt interned for Steve Sawyer, the head of Greenpeace International’s Political Unit 
and worked as a field campaigner for a number of other organizations before joining Move 
On.org to lead field organizing through Operation Democracy. In 2006, he managed 100,000 
Call to Change volunteers, who made over seven million calls to voters, urging them to make 
themselves heard in the Congressional elections.

Matt Ewing

current staff who received training and 
mentoring from Greenpeace as students

student leaders who serve of the 
Student Network Board

6 15

© Greenpeace/ Robert Visser
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Challenges and Opportunities

As the Baby Boomers retire from their leadership positions over the 
coming decades and the labor market grows ever tighter, how will the 

nonprofit sector attract the most committed and talented leaders? ”  
from the introduction of Ready to Lead, a report by CompassPoint  
Nonprofit Services, The Annie E. Casey Foundation, and idealist.org

Our hope for success lies in building a cadre of strong leaders poised to 
be at the helm of the nonprofit sector. ” Kenneth I. Chenault, Chair-
man and Chief Executive Officer, American Express, in the foreward of 

the 2009 Bridgespan report, Finding Leaders for America’s Nonprofits

As has been reported widely, the nonprofit sector is facing a leadership gap 
as a generation of founders and nonprofit leaders step down. The impact 
on social change of this transition is of yet unclear. What we do know is that 
the next generation of leaders in social change and the nonprofit sector are 
in front of us. They are students and young adults who are — with passion 
and persistence — helping Greenpeace and many other organizations raise 
awareness and instigate reform. In the face of climate change, students have 
been our most effective advocates, convincing large institutions and leaders 
in the highest offices to finally push forward the policies that can address the 
greatest environmental challenge in history.

To support these students, Greenpeace has put in place a holistic model 
of leadership development that catches them at that pivotal moment of 
awareness and that supports them as they evolve into the strongest of 
environmental advocates. It is a combination of comprehensive, sustained 
training, real-time, real-world experience in campaigning, networking building 
across campuses, and job opportunities that brings them into their own, and 
that sets them up to lead us into a green, peaceful future.

© Greenpeace/ Jason Cohn © Greenpeace/ Tae Lin © Greenpeace/ Vinai Dithajohn

© Greenpeace/ Pete Muller

© Greenpeace/ Rick Reinhard
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Growing Up With 
Greenpeace
A Briefing Paper on Greenpeace’s Initiatives to Build the 
Next Generation of Environmental Leaders

Greenpeace is an independent 
campaigning organization that acts to 
expose global environmental problems 
and achieve solutions that are essential 
to a green and peaceful future.

Greenpeace USA
702 H Street NW Suite 300
Washington, DC 20001
Tel/ 202.462.1177
Fax/ 202.462.4507

© Greenpeace/ Tae Lin
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