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From the Editor
¿ by Barbara Davis

he Latin verb “ducare,” root of the word “edu-
cate,” means “to lead.” Leadership is thus at 

the heart of the educational process. The present 
issue of HaYidion addresses the topic of leadership 
from many different perspectives.  

Many aspire to educational leadership, but not all achieve it. Interest-
ingly, the success of a leader is actually determined not by the indi-

vidual, but by the success of his or her team. And while leadership 
may involve power, power is not leadership. An oft-quoted but unattributed 
source describes the difference this way:

A boss relies on authority—a leader relies on cooperation.
A boss says “I”—a leader says “we.” 
A boss creates fear—A leader creates confidence. 
A boss creates resentment—A leader breeds enthusiasm. 
A boss knows how—a leader shows how. 
A boss fixes blame—a leader fixes mistakes. 
A boss makes work drudgery—A leader makes work interesting. 
A boss drives—a leader leads. 

How exactly does a leader lead? What qualities are required? What skills? Can it be 
taught, developed, nurtured? These are the questions that the authors in this issue 
address, from the perspective of board members, student organizations, Midrash, 

experience and research. 

A complex topic deserves insightful com-
mentary; this issue will provide that for 
its readers. The topic of leadership is 
timely and vital to the continuing suc-
cess, even the survival, of the commu-

nity day school movement, because, as 
it states in Proverbs: “Where there is no 
vision, the people perish.” 

We know that you will find vision in the 
articles that lie herein. As you read them, 
we know that you will become inspired 
and will find new and exciting ways to 
reinvigorate your own leadership. ¿

Dr. Barbara Davis
is the Secretary of RAVSAK, 
Editor of HaYidion and Head 
of School at the Syracuse 
Hebrew Day School in Dewitt, 
NY. Barbara can be reached at 
shds@twcny.rr.com. 

RAVSAK Partners with the iCenter on Israel Education

On May 6-7, 2009, more 
than 40 middle school educa-

tors from 20 RAVSAK schools gath-
ered in the New York area for a 2-day 
intensive workshop on Israel/Zionism 
education.  The training focused on 
three aspects of Israel education:  the 
use of Jewish sacred text and histori-
cal primary sources; the integration of 
technology into Israel/Zionism edu-
cation; and, the networking of Israel 
educators with one another and with 
resource centers. 

All participating schools received a new 
sourcebook of Judaic and secular texts 
on Israel as well as a copy of the lead-

ing edge software, Israel Interactive.  Is-
rael Interactive inventor (and day school 
alum) Itai Tenenbaum, was on hand to 
faciliate a lively training session.

Participants for this workshop were se-
lected based on a highly competative 
application process in which they had to 
demonstrate a commitment to expand-
ing and enriching Israel education in 
middle school grades. 

Yeshar Kochachem to all of the partici-
pants and todah rabah to our program 
partner, the iCenter.



From the Desk of Susan Weintrob,
 RAVSAK President

e see leadership every day. As Head of 
School at Wornick Jewish Day School, I 

see it in Tamra who is a 3rd grade buddy 
in Tefillah for Reed, a kindergartner, as she 

runs her finger along the lines in her 
siddur for Reed to follow along. I see 

it when Ben helps his classmate into 
the office for an ice pack for his knee 

after his friend fell in recess. I see lead-
ership in the mother who asks us to publicize the 
request for bone marrow of another mother, who 
doesn’t even belong to our school community. I see 
leadership in our young second grade teacher who 
stays late each night, preparing lessons for the next day. 
Leadership is responsibility and hard work, which bring 
tremendous satisfaction and from time to time, when we 
are lucky, results.

How is leadership nurtured? Those of us in leadership both nurture and are nur-
tured. This nurturing occurs person by person, in different ways. How do we know 
how to support leadership in others? How do we know how we as leaders want or 
need to be supported?

Being on the RAVSAK Executive Board for many years has allowed me to be part 
of high level discussions about leadership, whether from my colleagues or from na-
tional experts. This has been a wonderful opportunity and I thank all of you for this 
privilege. Reflections about leadership allow us to refine our own style, support the 
growth of others and construct the process that builds and sustains our schools and 
organizations. This reflection is not a moment in time, but rather a process of as-
sessment, that all of us are familiar with from classroom practice. We do not grade a 
paper or give a test and lock in a child’s progress or our own lesson’s excellence for 
years to come. Rather, we continually assess with diverse tools.

Such has been the process at RAVSAK.  The RAVSAK leadership, an Executive 
Committee of seated heads and Judaic directors, has evolved to meet organizational 
needs over time, and so, too, has the RAVSAK staff. As you may recall from our 
Annual Meeting held at the RAVSAK Leadership Conference in January, we have 

voted in a new governance model to help 
steward the mission and vision of RAV-
SAK as it continues to grow and develop.  
We are now in the midst of forming a 
pioneer Board of Directors composed of 

visionary philanthropic leaders working 
closely with two day school professionals 
and our Executive Director.

In addition to a new Board of Directors, 
we will be establishing a robust com-
mittee structure wherein lay and profes-
sional leaders will attend to the needs of 
RAVSAK.  Standing committees will in-
clude Finance, Development, Marketing 
and Program.  We will also be forming a 
number of working groups including the 
HaYidion Editorial Committee, a high 
school committee, and a conference plan-
ning group. To nominate a visionary lay 
leader in your community or to volunteer 
up your own services, please contact Dr. 
Marc Kramer at mkramer@ravsak.org.

Genuine leadership provides a vision that 
gives us meaning and purpose. This vi-
sion inspires us to have the courage to 
support change when needed, to find 
purpose in our lives and to teach those 
around us to be leaders themselves. This 
is the vision of RAVSAK. ¿

Susan Weintrob is the Presi-
dent of RAVSAK and the Head 
of School at the Ronald C. Wor-
nick Jewish Day School in Foster 
City, CA. Susan can be reached 
at sweintrob@wornickjds.org.
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The Executive Committee  and  
Staff of RAVSAK wish you a

Chag Shavuot Sameach
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Jewish Day Schools
he leadership guru Warren Bennis believes 
that leadership is not taught but learned. 

In his article “No Limits to Learning: Bridging the 
Human Gap,” Bennis mentions two conventional 
modes of study, maintenance learning and shock 
learning, and advocates for a third: innovative 

learning. 

Maintenance learning is “the acquisition of fixed outlooks, methods and rules for 
dealing with known and recurring situations.” We have an established way of life, 
and we maintain that through inculcating people into accepted practices, rituals 
and the values of that lifestyle.

We know that much of both education and leadership within Jewish day schools 
is centered on maintenance learning. We have chosen a particular 
Jewish lifestyle and want the classroom to be a place that is in-
formed by those values. We expect teachers and administrators to 
conform to certain norms and also to transmit them. Living in a 
general culture that places individual autonomy above community 
and consumer empowerment above spiritual development, we 
know better than to take our values for granted. In a time when 
children pick up so much about their environment accidentally, 
Jewish education encourages decision-making and relationship 
building intentionally. Maintenance learning can be a formidable 
challenge in a society that maintains competing values.

Bennis describes shock learning as exactly the opposite of maintenance learning. 
It is the study of and reaction to situations and experiences that are out of the or-
dinary. They may be tragic or remarkably touching or overwhelming; they are ex-
periences of intensity that may call into question the very norms that we have es-
tablished so carefully in maintenance learning. No learning community can avoid 
shock learning because it emerges out of the unpredictability of life itself. We have 
an obligation to prepare our students for moments that surprise or confuse us, 
whether such times are as “anticipated” as becoming a parent or losing a parent 
(becoming a parent or losing a parent is always a shock), or global terrorism.

Taken together, maintenance and shock learning create a balance, preparing us for 
that which is expected in life while offering skills for navigating the ambiguities we 
will encounter along the way. 

And yet, this research in learning calls both of these methods conventional. Ben-
nis recommends a different approach, innovative learning, which rests on three 
central principles:

• Anticipation: being active and imaginative rather than passive and 
habitual;

• Receptivity: learning by listening to 
others;

• Participation: sharing events rather 
than being shaped by them.

These qualities rely less on molding the 
student through texts and experiences 
than on empowering the student to be 
engaged actively in the learning process. 
Innovative learning moves us beyond 
material and reactions to events within 
or beyond our control. It asks us to em-
brace what we learn by taking charge of 
our learning, while including and col-
laborating with others.

Arguably one of the most significant 
roles for educational leaders is creat-
ing and sustaining multiple modalities 
of learning within school environments. 
The day school is no different. In many 
ways, because of the propensity of main-
tenance learning in Jewish day schools, 
we have to be more conscious of inno-
vative learning or the absence of it. It is 
too easy to create passive students and 
teachers when the material you are teach-
ing may be over two thousand years old 
and when replicating patterns of learning 
that are just as old. Because of the strong 
precedent of the rabbi/talmid relation-
ship, we may demand that our students 
listen more than our teachers listen. In 
prayer and special events, we may expect 
our students to conform and be shaped 
by an experience rather than have them 
take ownership and shape the experi-

Dr. Erica Brown is the Director for 
Adult Education at The Partnership 
for Jewish Life and Learning and the 
Scholar-in-Residence for The Jewish 
Federation of Greater Washington, 
and the author most recently of The 
Case for Jewish Peoplehood. She can 
be reached at ebrown@pjll.org.

¿ by Erica Brown
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ences. We make demands of day school 
students that rely a great deal on their pa-
tience or a maturity they have not yet de-
veloped. We do not check in frequently 
enough with them as inherent boredom 
monitors. 

The most basic definition of a leader is 
one who has followers. People may fol-
low a leader out of forced conformity 
or out of love and inspiration. If we are 
prepared to ask ourselves some difficult 
questions about day school education 
today, we cannot avoid the question of 
what kind of learning educational leaders 
in our schools are promoting. Is it main-
tenance learning with the shock provisos 
when appropriate, or is it truly innova-
tive? Do we pay lip service to words like 
“innovation” and “transformation” but 
retreat to our old ways out of fear or rev-
erence, or are words like this actually de-
scriptive of what we do and think?

Some of our American Jewish day 

schools have been around for more than 
60 years. They have serviced their com-
munities well, but have they changed 
significantly in curricular approaches 
from when they began decades earlier? 
We have had sea changes in approach-
es to education, yet not enough of this 
language of change has trickled into the 
Jewish classroom or the Judaic studies 
faculty, in particular. It may be that the 
headmaster or principal uses different 
language while the faculty as a whole are 
not moving in any new direction. It may 
be that one member of the constellation 
of teacher/child/parent in the learning 
world of Judaism has not been informed 
or is distrustful of taking educational 
risks to make school a more exciting and 
vibrant place to learn.

Managers maintain the status quo. They 
follow orders and make sure that we all 
observe the rules and policies or an or-
ganization. In Jewish terms, they create 
seder or order. They are less concerned 

with the day-to-day running of an insti-
tution than with the vision of where their 
institution should go in the future. Lead-
ers must be risk takers and innovators. 
If they can inspire and persuade us with 
their vision, all the better. But too many 
people in leadership roles in education 
act as managers and not as leaders and 
visionaries. 

Every day we are ushering our children 
into a brave new world. It is a global 
world and one where technology and 
methods of communication are constant-
ly changing. The Jewish day school can 
be a protected haven against these chang-
es. It also has to be adaptive, growing 
and accommodating these changes. Day 
school leaders, both lay and professional, 
can fight change or nurture change, but 
none of us can ignore it. Leading in this 
landscape is not merely about being in 
a position of power; it is about creating 
a posture of influence where learning is 
dynamic and innovative. ¿

In a time when 
children pick up so 
much about their 

environment accidentally, 
Jewish education 
encourages decision-
making and relationship 
building intentionally.



Isn’t the Answer
aron’s role in the building of the Golden Calf 

(Exodus 32) has long been the subject of heated 
debate: was he complicit in this act 

of idol worship? Or was he merely 
pacifying the people, who were 

anxious at Moshe’s delay in re-
turning with the tablets?

Although the biblical text seems to implicate Aaron, his motives 
can be construed either way. This ambiguity, of course, is precisely 
what makes it such fertile ground for the rabbis, who use it as an 
opportunity to comment on the desired character traits of leaders. 

Let us explore two very different midrashim on Aaron’s role in this incident. In 
Leviticus Rabbah 7:1, Aaron takes a hammer to destroy the Golden Calf, pro-
claiming its falsehood. This was a cardinal mistake, says the midrash, as the people, 
once informed of the magnitude of their sin, are liable to greater punishment. For 
this, Aaron is punished, perhaps even put in the category of the sinners himself. 
Better to err innocently than to know the magnitude of your sin, suggests this 
text.

This is puzzling. After all, Aaron was proclaiming a central Jewish truth – that 
there is nothing real or substantive in an idol. Isn’t this what our prophets, 
from Jeremiah to Elijah, did repeatedly, usually at G-d’s behest? What are we 
to make of a midrash that castigates this type of leadership? 

Let us compare this midrash with another one also found in Leviticus Rabbah 
(10:3). In this scenario, Aaron’s motives are much more altruistic: he decides to 
take the blame, as it were, for the building of the Calf. That is, Aaron knows full 
well that the building of the Calf constitutes idol worship, yet he seemingly par-
ticipates in it so that he can take responsibility for the transgression and thereby 
save the people from punishment. He casts his lot with the people, even though 
they have strayed from the truth. And for this, the midrash tells us in effusive 
language, he is rewarded with the priesthood. 

This text is also puzzling: Aaron willfully transgresses a core Jewish command-
ment—the prohibition against idol worship—in order to mitigate the conse-
quences of a sin. What are we to make of this?

Consider the two values set forth by these midrashim: strict truth on the one hand 
versus Peoplehood on the other. Strict truth, it seems, is not always the right policy.  
Aaron’s stance in the first text is patronizing and paternalisitic: he knows better than 
the people and he loudly proclaims it. He sets himself above them in a show of force, 
not a desirable trait for a leader. Perhaps sometimes, it is better to bend the truth in 
order to be unified with the masses. The sense of belonging to one’s people, what 

we today call Peoplehood, and the willing-
ness to take responsibility for one’s people, 
even at great personal cost, outweighs the 

strict truth. This is the tempering message 
of the second text.

Truth vis-à-vis G-d versus responsibility 
vis-à-vis the Jewish people. In the rab-
bis’ imagination, there are times when 
G-d bows out of the contest, leaving us 
humans to focus less on Him and more 
on each other. It may be 

Brigitte Dayan is Director of Alumni 
Network for the Wexner Foundation. 
She holds a BS and MS in Journal-
ism from Northwestern University, 
and an MA in Bible from Yeshiva 
University. She can be reached at 
bdayan@wexner.net.

¿ by Brigitte Dayan

When Strict Truth
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counter-intuitive, but it’s a powerful les-
son that can be applied to our leadership 
in the community.

Surely, there are times when we feel the 
need to vindicate our position on a com-
munal issue because we know, perhaps 
correctly, that it is the best or even the 
only way to achieve our goal. Yet at what 
cost do we defend our position? Will it 
cause our colleagues to see us as too hi-
erarchical, and worse, will it cause them 
emotional harm?  Might our assertive ap-
proach set us up to fail even if it is adopt-
ed? Is it better in some cases to go along 
with what we consider a misguided idea 
that has already taken root? 

These are difficult questions, and no 
doubt, they are contextual and highly 
subjective. What works for one Jewish 
organization may not work for another. 
What is proper for one situation may not 
be for another.

Yet, in contrasting the values of Truth vs. 
People, the rabbis of old encourage us to 
consider the idea that the truth should 
sometimes be trumped by other values, 
including the need to foster communi-

ty. Perhaps this type of balance is the 
broader Truth of Jewish living. ¿

Leading from Within: Aaron 
and the Golden Calf
Leviticus Rabbah 7:1

א”ר אסי מלמד שהיה אהרן נוטל קרבנם ופוחסו לפניהם ואומר להם דעו שאין בו ממש הוא 
שמשה אמר לאהרן )שמות לב( מה עשה לך העם הזה אמר לו מוטב היה להן שידונו שוגגין 
ואל ידונו מזידים הוא שהקב”ה אמר למשה )שם שמות לב( מי אשר חטא לי אמחנו מספרי 

הה”ד )דברים ט:כ( ובאהרן התאנף ה’  מאד להשמידו וגו’.

R. Assi said: Scripture teaches, by inference, that Aaron took a ham-
mer and battered it [the Golden Calf] in their presence and said to 
them: “Know ye that there is nothing real in it!” That is what Moses 
alluded to when he said to Aaron: “What did this people do unto 
you, that you have brought a great sin upon them?” (Ex. 32:21). 
Better that Israel be judged as having sinned in error, than as having 
sinned presumptuously. That was also why the Holy One, Blessed 
be He, said to Moses: Whoever has sinned against Me, him will I 
blot out from My book (ibid. 33). This too, is indicated by what is 
written: “Moreover, the Lord was very angry with Aaron to have 
destroyed him” (Deut. 9:20).

Leviticus Rabbah 10:3

וירא אהרן מה ראה אמר אהרן אם בונין הן אותו הסרחון נתלה בהן מוטב שיתלה הסרחון בי 
ולא בישראל רבי אבא בר יודן בשם ר’ אבא משל לבן מלכים שנתגאה לבו עליו ולקח את 
הסייף לחתך את אביו א”ל פדגוגו אל תייגע את עצמך תן לי ואני חותך הציץ המלך עליו 
א”ל יודע אני להיכן היתה כוונתך מוטב שיתלה הסרחון בך ולא בבני חייך מן פלטין דידי 
לית את זייע ומותר פתורי את אכיל עשרים וארבע אנונס את נסיב כך מן פלטין דילי לית 
את זייע ומן המקדש לא יצא ומותר פתורי את אכיל והנותר מן המנחה עשרים וארבעה 
אנונס את נסיב אלו כ”ד מתנות כהונה שניתנו לאהרן ולבניו אמר לו הקב”ה לאהרן אהבת 
צדק אהבת לצדק את בני ושנאת מלחייבן על כן משחך אלקים אלקיך אמר לו חייך שמכל 

שבטו של לוי לא נבחר לכהונה גדולה אלא אתה.

“And Aaron saw this” – What did Aaron see? He saw [the situation 
thus]: If they build it, the sin will attach to them; better that the 
stench should attach to me and not to Israel. Rabbi Abba bar Yudin 
said in the name of Rav Abba: This may be compared to the case of a 
king’s son who became very overbearing and took a sword to cut his 
father. Said the son’s tutor to him: “Do not trouble yourself, leave 
it to me and I shall cut him.” The king glanced at the tutor and said 
to him: “I know what your intention was, namely, that you thought 
it better that the sin should attach to you rather than to my son. As 
you live, you shall not leave my palace, and that which remains over 
from my table you shall eat, 24 perquisites will you receive.” So, too 
with Aaron, “You shall not leave my palace,” is paralleled by “He 
shall not go out of the sanctuary” (Lev. 21:12). “And that which 
remains over from my table, you shall eat,” is [paralleled by] “That 
which is left of the meal-offering shall be Aaron’s and his sons’” 
(ibid. 3); “24 perquisites you will receive” is [paralleled by] the 24 
gifts of the priesthood assigned to Aaron and his sons. The Holy 
One, Blessed be He, said to Aaron, “You have loved righteousness 
and hated wickedness, you have loved to keep my children guiltless 
and hated letting them be condemned as guilty. Therefore God has 
anointed you with the oil of gladness above your fellows.” He said 
to him, “As you live, out of the whole tribe of Levi, none is chosen 
for the High Priesthood but you.” ¿
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¿ by Rebecca W. Sirbu

ith all the glory come all the 
headaches.  At times, being 

a leader can be extremely chal-
lenging. We are in one of those 

times. The economic downturn has 
caused the Jewish community, and 

day schools in particular, to be es-
pecially concerned with raising the funds we need to 
make our schools run. At the same time, 
some parents are thinking about taking 
their children out of our schools in or-
der to reduce their household expenses. 
How can lay leaders and administrators 
break though the panic and anxiety they 
may be feeling to continue to lead their 
schools in the right direction?

As Rabbi Tsvi Blanchard, one of my colleagues, teaches, it is instructive to look at 
the story of Moses, one of the greatest leaders in our history, for an answer. Moses 
grows up in the lap of luxury. He is a royal prince living in Pharaoh’s palace. Yet 
Moses also knows he is a Hebrew. When he witnesses an Egyptian beating a He-
brew slave, he acts out of anger and kills the Egyptian. When the matter becomes 
known, he runs for his life. Place yourself in Moses’ shoes for a moment. What 
would it be like to lose everything? He runs away from the palace with only the 
clothes on his back. He loses his family, friends, and royal status. And he loses all 
of his material possessions and money. The crisis Moses faces is far greater than the 
one we are facing today. So how does Moses react?

When he arrives in Midian he sits by a well and observes some women trying to 
water their flock. Shepherds harass the women and push them away from the well. 
“Moses rose to their defense and he watered their flock.” (Exodus 3:17) The very 
first thing Moses does after suffering huge personal loss is to help another person. 
He does not panic. He does not mourn. He looks around and sees how he can be 
of assistance. Then he gets to work. It is very easy to get swallowed up by feelings 
of helplessness and hopelessness when facing what seem like insurmountable chal-
lenges. But strong leaders do not allow themselves to get stuck there.

If you or your school is in crisis, step back for a minute before you react. Take 
a moment to gauge your own temperature. Ask yourself how you are feeling 
and write down the emotions you are experiencing. At a gathering of New Jew-
ish Communal Professionals last month many expressed feelings of anger, loss, 
hopelessness and denial over the current economic crisis. All of their agencies, 
UJCs, JCCs, and JFSs have experienced budget shortfalls and cuts in staff. 
Morale is low. Many day schools are experiencing the same situation. All of 

these emotions are normal, and are to 
be expected given the sudden shift in 
our fortunes. It is good to voice them. 
But do not stop there. 

Our tradition is rich in stories of people 
who lost everything and then continued 
on. Joseph was sold into slavery by his 
own brothers, falsely accused of rape, and 
sent to rot in prison. Naomi lost her hus-
band and two sons when she was living 

in a foreign land and was left bereaved 
and destitute. Neither of these characters 
gives in to bad fortune. Joseph trusted 
his instincts and continued to interpret 
dreams for the other prisoners, one of 
whom tells Pharaoh of his ability. Joseph 
then rises up to second-in-command of 
the nation. Naomi picks herself up and 
decides to go back to her homeland. To 
her surprise, Ruth, her daughter-in-law, 
decides to come with her. Following 
Naomi’s directions Ruth finds food for 
both of them, and through a series of 
events marries Boaz, the owner of many 
fields, and is credited with being the fore-
mother of King David.

Joseph, Moses and Naomi all suffer great 
personal losses. But each of them is able 
to look inside themselves and connect 
with his or her core values and mission in 
this world. Being able to know yourself 
and act on that knowledge is a true sign 
of leadership. 

All of us have experienced personal hard-
ship in the past. Take a moment to re-
flect on how you overcame past difficul-

Rabbi Rebecca W. Sirbu is the Director of 
Rabbis Without Borders at CLAL-The Nation-
al Jewish Center for Learning and Leader-
ship. She can be reached at rsirbu@clal.org.

Uncertain Times
Leadership During
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ties. What strengths did you draw on then? What support systems do 
you have now? Much has been made about President Barack Obama’s 
cabinet, and how he has put together a team of rivals in the tradition 
of Abraham Lincoln. Having a large pool of advisors is exactly what 
you need to conquer adversity, both as an individual and as a school. 
No one is expecting you to solve all of the problems by yourself. Good 
leaders know when to draw on the strengths of others. Think about 
whom you can call on for advice. When you feel anxious or stuck, 
reach out to someone for help.

Truly take stock of the resources of your own school commu-
nity. What can parents, teachers, students, and staff add to the 

conversation? Are there voices you have not been listening to? Who 
outside of your community do you want to solicit for assistance? You 
may not have the answers yourself, but you can shape an environment 
and a process out of which answers will emerge.

The most important point right now is not to get stuck in your fear. 
We have all read Spencer Johnson’s great book, Who Moved My Cheese? 
The characters in the book have to adjust to a whole new economic 
climate. They cannot continue to go to the same sources to get their 
“cheese,” their sustenance. The have to find new “cheese.” One of the 
best lessons in the book is from the mice “Sniff” and “Scurry.” Not 
only do the mice realize that they need to adapt to a new reality, but 
they are also not afraid of failure. They go into the maze to find new 
opportunities without fear. Sometimes they fail to find “cheese” and 
hit dead ends, and sometimes they succeed. 

As we adjust to our new economic realities, we are often painfully 
aware that we might fail—fail to bring in money, fail to keep a school 
open. And there are times that we might fail. But we are in good 
company if we do so. Even the greatest leader of all, G-d, sometimes 
experiences failure. Time and again in the Torah we read stories where 
humans defy G-d’s orders and expectations. Before the flood, humans 
are so immoral; G-d recognizes that G-d’s creation is a disaster. G-d, 
as a creator, as a leader, has failed.  Sometimes even when we put forth 
our best efforts, we do not succeed.

But what happens after the flood? G-d begins again. It is a new day. 
The sun shines and the colors of the rainbow dance across the land. 
We too will be able to adjust to our new realities, and begin again. 
Take this time to assess yourself, assess your school’s resources, bring 
people together for conversations, and do not be afraid of failure.  The 
only failure of leadership is to not try to find a new path, a new direc-
tion for your school to take. Now is the time to think outside the box. 
Try methods or ideas you have not tried before. Take a few risks. The 
worst that happens is that you need to try again. You have the tools 
you need to be a leader during this time. May G-d be with you. ¿

Reflect on how you overcame past 
difficulties. What strengths did you 

draw on then?



Moses and Mentoring
¿ by Zvi Grumet

itting here one week before Pesach I am struck 
by an uncomfortable truth: Moses was not a 
great leader. He was afraid of Pharaoh, afraid 
of his own people, and he made practically no 
decisions in the entire Exodus story without di-
rect instruction from G-d. No wonder his name 

is absent from the Haggadah.

Yet, in the collective memory of our people, we recall Moses as one of our leaders 
par excellence. The Torah identifies him as an unparalleled prophet, and his stature 
as lawgiver and Rebbeinu is unequalled. How are we to resolve this dissonance?

I would suggest that Moses did not start as a great leader, but 
early on displayed some characteristics that, with proper guid-
ance, could be developed into leadership qualities. Those char-
acteristics are familiar even to casual readers of the Bible: his 
compassion for the unprotected, his preparedness to challenge 
the status quo, his curiosity and readiness to take risks, perhaps 
even his re-evaluation of his own identity.

On their own, these might not be automatically identified as 
leadership qualities. They could just as easily breed the quiet 
ba’al chesed, the anarchist or the recluse. Even as a composite, they are no guar-
antee for success, as they could yield a confused individual with a disdain for an 
organized social life—perhaps even the Moses herding sheep in the desert for 
his father-in-law, far from the civilizations of Egypt or even Midian. What made 
Moses a leader was not his native qualities, but a mentor who pushed him, and 
pushed him hard, to use those qualities, focus them, and learn new skills. 

The mentorship of Moses was no simple task. He was stubborn and often saw only 
one side of the coin. There was an angry streak, which needed to be restrained. 
And, as a reluctant leader, Moses was quick to give up. He offered, even pleaded, 
to be relieved of duty, fired, or even killed so as not to have to continue. Yet 
the Mentor refused to give up on His protégé. Moses’ leadership developed and 
emerged, and his impact was so profound that he, G-d, and even the fringe ele-
ments of his people knew that they would be challenged to continue their path 
without his direction.

The role and value of mentoring in fostering leadership cannot be overstated. A 
survey of dozens of leadership development programs around the country reveals 
that almost all use mentoring extensively. A recent study conducted by The Look-
stein Center of its own Principals’ Program revealed that effective mentoring was 
one of the most critical factors in successful leadership learning; without an effec-
tive mentor, the most motivated and talented leaders miss essential opportunities 
for growth. Indeed, for many of our participants, the mentoring they received was 
no less than transformational in their leadership.

What does it take to be a mentee? First and foremost, the individual must feel a 
need for growth. It is that internalized sense which creates the other necessary 

conditions. Those include openness to 
criticism, preparedness to take risks, and 
the resiliency necessary to cope with fail-
ure. None of these are to be taken for 
granted. As Rabbi Tarfon said, “I would 
be surprised if in this generation there 
was anyone capable of hearing rebuke” 
(T.B. Erkhin 16b). It is that very capac-
ity to hear criticism without defensive-
ness, what is sometimes included in the 
language of being a “reflective practitio-
ner,” which opens the doors to profes-
sional growth.

What makes an effective mentor? An ef-
fective mentor does not tell the mentee 
what to do. Rather, she probes deci-
sions, challenges assumptions, forces re-
evaluation, helps to generate alternatives, 
directs to resources, opens possibili-
ties, confronts hidden understandings, 
is demanding and guides exploration. 
Mentors need to encourage risk-taking, 
help to assess what risks are worth tak-
ing, and be prepared to help the men-
tee learn from risks that did not turn out 
as anticipated. All this, of course, while 
being supportive of the mentee, and un-
derstanding of the mentee’s professional, 
psychological and emotional needs. 

Mentoring is not easy work for the men-
tor either. It can be frustrating and de-
mands patience. It requires what the kab-
balists called tzimtzum—holding one’s 
tongue while the protégé insists on doing 
things his way, much the way a mother 
needs to hold back while her child insists 
on doing things his own way, even re-
peating mistakes the mother made. It re-
quires having a long-term vision of what 

Zvi Grumet is Associate Educational 
Director of The Lookstein Center for 
Jewish Education. He can be reached at 
zvi@lookstein.org.
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the mentee can achieve, and applauding 
the baby steps necessary to get there, not 
all of which are necessarily experienced as 
progress by the mentee. 

Beyond that, mentoring requires 
the mentor to be self-critical, to be 
prepared to reflect upon his or her 
own successes and failures, perhaps 
even acknowledge them. Mentors need 
not only to be good leaders, but to un-
derstand what makes them good leaders. 
They need to be able to look at others, 
who may have talents far different from 
their own, celebrate and cultivate those 
talents, and be confident enough not to 
be threatened by someone who might be 
younger, more energetic, and more tal-
ented than themselves. 

The need for leadership in day schools 
is well known. A number of significant 
programs, especially designed for day 
school leaders, have made a consider-
able contribution. Yet every day the 
school leader needs to look internally as 
well, asking him or herself what role s/
he can play in fostering another genera-
tion of leadership. Are there teachers in 
my school who can be cultivated to take 
on greater positions of leadership? Are 
there individuals whom I, or someone 
else, can mentor, whether formally or in-
formally, so that they can be counted on 
years down the line? What do I need to 
learn in order to become a mentor for 
my teachers? Am I prepared to lose my 
most talented classroom teachers if I am 
successful in “growing” their leadership? 
Am I prepared to share some of my lead-
ership with them, if necessary?

Lay leaders in schools must ask them-
selves similar questions. Are they pre-
pared to help develop leadership for day 
schools, even if it means that one of their 
stars may leave the school? Will they take 
pride in the number of leaders they have 
cultivated, or bemoan their loss of staff? 
Will they back up their staff, and the pro-
fessional leadership, when they take the 
kinds of risks that will lead to growth?

When G-d played the role of prime Men-
tor to Moses there was no guarantee 

of success, and quite a number of set-
backs. Even though it would have been 

easier for God to do much of the 
work Himself, and there would 
likely have been fewer mishaps in 

the short term, the long-term strategic 
planning indicated the necessity to train 
a new leader, even a new kind of leader, 
for the people. Are we prepared to pick 
up the gauntlet? ¿

What does it take to be a mentee? First and 
foremost, the individual must feel a need 

for growth. It is that internalized sense which 
creates the other necessary conditions.
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Making a Demanding Job
More Manageable

Jewish Day School Headship:

¿ by Joshua Elkin

nyone who knows anything about Jewish day 
schools (and for that matter, anyone who knows 

anything about schools in general) acknowledg-
es how critically important a talented and in-

spiring leader is to the success of 
each school.

… there are virtually no documented instances of troubled 
schools being turned around without intervention by a 
powerful leader. Many other factors may contribute to such 
turnarounds, but leadership is the catalyst. (Wallace Foun-
dation: Becoming a Leader, 2008)

More often than not, the principal’s skills determine wheth-
er a school becomes a dynamic learning organization or a failed enterprise. 
(Southern Regional Education Board)

With each of our schools functioning independently (as opposed to a public school 
system with multiple levels of operational support), and given the intensity of par-
ent and communal investment in day schools, the demands on anyone holding this 
position are immense; the potential for burnout is often high. At the same time, the 
value to a school of a substantial tenure (at least eight to ten years) for a successful 
head is incalculable. Leadership transitions, when they come too frequently, can 
interrupt forward progress all too easily.

The day school field desperately needs more “Heads Who Inspire,” professional 
leaders who will serve schools with knowledge, experience, and wisdom so that 
schools continue to fulfill their potential. What can be done to nurture sitting heads 
of schools so that they feel that the position is more doable and so that more tal-
ented individuals consider careers as heads of school? 

Both personally, from my twenty year tenure as a day school head, and profession-
ally, as PEJE focuses even more sharply on the central role of the head of school, I 
believe we have an obligation to attend to what has been called “the care and feed-
ing” of a head of school.

Not too many years ago, I found that expression somewhat awkward; however, 
the more I reflect on it, the more I feel it has a place in our vocabulary. The termi-
nology of caring and feeding helps to concretize the nature of the support which 
is required. We can easily agree on the caring which focuses on the professional 
growth of the head, such as well-conducted annual performance reviews. What is 
less clear are the implications of the word “feeding.” This term implies a deeper 
level of nurturing.

Heads Need to Care for 
Themselves

As with most challenges, change starts 
from within. It is easy to overlook the role 

that heads can play in sustaining them-
selves. There are a number of strategies 
which are often mentioned in the litera-
ture about senior executives embracing 
habits of personal care. While they may 
seem obvious, the list bears repeating: 
proper diet; regular exercise; reasonable 
amounts of sleep; and firm parameters on 
hours worked per week, as well as number 
of night meetings.

Less frequently mentioned is the need 
to embrace some areas of interest which 
are not directly related to the work of the 
headship (e.g., music, gardening, pleasure 
reading, etc.). Through many of my years 
as a head, and even with the busy travel 
schedule I maintain at PEJE, I have tried 
to keep up participation in a community 
chorus. Choral singing is one of my own 
sources of inspiration, and making time 
to recharge my batteries through singing 
makes me a better leader in many ways. 
Heads need to discover (if they have not 
yet) their private joys and allocate time to 
feed and replenish their souls.

Related to cultivating personal interests, I 
would recommend a specific activity that 

Rabbi Joshua Elkin, Ed.D. is the Execu-
tive Director of PEJE, the Partnership 
for Excellence in Jewish Education, and 
former Head of School of the Solomon 
Schechter Day School of Greater Boston. 
He can be reached at josh@peje.org.
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can also help heads care for themselves: 
the power of writing. Writing, at least 
for me, is a means to clarify thinking and 
serves as a restorative endeavor, especially 
in the face of so many external demands. 
Whether through personal journal-keep-
ing, periodic reflections shared with a 
wider audience, or even scholarly essays, 
writing can indeed be seen as a tool for 
personal and professional development.

While self-motivated efforts are essential 
(and usually cost-effective!), the value of 
seeking out and working regularly with 
a professional coach cannot be overesti-
mated. At PEJE, we have witnessed the 
power of this kind of support over and 
over again. The most talented athletes, 
for example, would not dream of advanc-
ing in their sports without a proper coach, 
and heads of school should see themselves 
similarly.

Finally, there are seminars and work-
shops—often highly impactful—which 
can provide much needed expertise to 
help sustain and grow one’s leadership 
capacities. Each head needs to make sure 
that funds for such professional develop-

ment are built into the annual budget and 
then formally approved by the board. In 
addition to making sure the head has suf-
ficient funds allocated for professional de-
velopment, the board has other roles to 
play.

Boards Need to Care for 
Their Heads

Each board and each board member must 
support, nurture, and care for their head 
in a number of ways. Yes, to be sure, 
the board has the formal responsibility 
of evaluating the head, and this includes 
sensitive decisions related to contracts. 
However, the larger role, on an ongoing 
basis, is for the board to provide much 
needed support to the head, to ensure the 
head’s continued success for the good of 
the school.

Based on decades experience with heads 
and boards, the National Association of 
Independent Schools (NAIS) has articu-
lated unequivocally what the board must 
do as a whole, and how each individual 
trustee is expected to behave with respect 

to the head. According to NAIS, the fifth 
principle of good practice for boards is 
“The board selects, supports, nurtures, 
evaluates, and sets appropriate compen-
sation for the head of school.” The ninth 
principle for each individual trustee is “A 
trustee has the responsibility to support 
the school and its head and to demonstrate 
that support within the community.”

These principles did not emerge from thin 
air; they have been developed based on 
an incalculable number of incidents and 
cases where this vital support was either 
clearly present or painfully absent. The 
imperative to support a head becomes all 
the more strategic when boards include 
significant numbers of parents of current 
students. These board members need 
to be constantly reminded by the board 
chair and by the committee on trustees 
(or committee on governance) to leave 
their individual parent perspective at the 
door before entering a board meeting. 
Each and every board member needs to 
demonstrate the nurturing support of the 
head at all times. This means backing the 
head on all operational decisions (includ-

[continued on page 53]



Agile and Adaptive
Leadership

¿ by Judy Groner and David Altman

oseph Telushkin recounts that when President 
Dwight Eisenhower met with Israeli Prime Minis-

ter David Ben-Gurion, the American president said: 
“It is very hard to be the president of 170 million 
people.” Ben-Gurion responded: “It’s 
harder to be the prime minister of 2 
million prime ministers.” 

The message is clear: as Jews, we assume that any member 
of the tribe is capable of leadership. From our perspective, 
the fact is that at certain times and in certain contexts, all 
members of the tribe are leaders. The task of Jewish educa-
tors is to unleash the leadership talent of all members of the 
tribe. Thomas Friedman has noted that our world has be-
come increasingly flat and interdependent. As a result, hierar-
chical models of leadership in which there are clearly identi-
fied “leaders” and “followers” are being supplemented with 
models that emphasize collaboration and shared responsibil-
ity. In light of this shift, the Center for Creative Leadership 
(CCL) argues that leadership is a process by which people 
with shared work create direction (vision, goals), alignment 
(communication, coordination, collaboration), and commit-
ment (pursuit of collection vs. individual goals). 

Hillel taught, “Do not withdraw from the community…do not judge your fellow 
human being until you stand in his situation.” Judaism has always been rooted in 
vibrant community life. It is not coincidental that our rabbis require a minyan for 
prayer. One person may be the shaliach tzibbur, but each of the other nine must 
be present in order for key tefillot to be recited. Shared responsibility thus leads 
to robust community culture.

Models of positive Jewish leadership abound in the daily rhythm of Jewish day 
schools. Day schools possess a unique advantage in teaching leadership. Learning 
about and engaging in leadership involves a creative tension between dependence, 
independence and interdependence. Our students spend a majority of each day 
in school in a student chevra that does not include their parents. Separation from 
parents allows schools to teach children to develop as independent thinkers and 
problem solvers. School life also promotes interdependent connections between 
students, teachers, administrators, lay volunteers and at times, parents. 

Jewish history is riddled with poignant stories of heroic leadership: Moshe Rabbeinu 
guiding Bnei Yisrael out of Egypt; Ben-Gurion heading a fledging Jewish state; and 
Elie Wiesel inspiring an entire generation to speak out for the rights of Soviet Jewry. 
We experience smaller, but no less meaningful, examples of leadership in the daily 
routines of school life. Today, we watched a three year old pre-school student shake 

off his sister’s hand as he walked through 
the school’s front door and confidently 
find his own way to class. Last week, the 
eighth grade class challenged our faculty 
to a volleyball match in order to raise 

funds for their Israel trip. The P.E. teacher 
organized the staff line-up while students 
planned and executed their own strategy 
for the five game series. One student be-
came frustrated and stomped off to the 
bleachers. Alerted to her discontent, her 
teammates cajoled her back into the game.

In school, students are exposed to imper-
fect Jewish leadership, accompanied by 
examples from Biblical times to modern 
Israeli politics. Paradoxically, understand-
ing that leaders have limitations allows 
children to see leaders as accessible and 
the journey of leadership as being stu-
dent-like as it involves lifelong learning. 
With today’s emphasis on both left-brain 
(analytical) and right brain (creative) 
components, effective leadership involves 
agility across diverse domains of behav-
ior. While we have acquired a great deal 
of anecdotal knowledge about nurturing 
Jewish leadership, the only thing that we 

David Altman is Executive Vice President for 
Research, Innovation, and Product Develop-
ment at the Center for Creative Leadership 
(CCL), a not-for-profit research and edu-
cational institution with headquarters in 
Greensboro, NC, and President of the B’nai 
Shalom Day School Board of Trustees. He 
can be reached at altmand@leaders.ccl.org.

Judy Groner is Head of School at B’nai Sha-
lom Day School in Greensboro, NC. She can 
be reached at jgroner@bnai-shalom.org.
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know for certain is that everything we 
thought we knew is constantly in transi-
tion. As educators and lay leaders, we are 
charged with the responsibility of nurtur-
ing tomorrow’s leadership and preparing 
our students for a future we cannot even 
visualize. Ask your faculty to sit with 
you and watch the latest version of 
the YouTube “Did You Know?” 
It is a sobering reminder that we 
must prepare students for jobs that 
do not yet exist, using expertise 
that will soon be outdated to solve 
problems for which technology is not yet 
invented. While sobering, it is also quite 
motivating to the educator who has an 
eye toward innovative education and out-
comes beyond grades and test scores. 

So how does the Jewish educator de-
velop the next generation of leaders who 
will improve the human condition? From 
numerous studies of the key events in a 
leader’s development, we know that

• About 45% of development is asso-
ciated with challenging assignments 
(e.g., first time supervisory jobs, 
start-from-scratch assignments, fix-
it jobs, tough negotiations, moves 
between line and administrative 
jobs, increases in scope of responsi-
bility, career shifts, etc.).

• About 25% of development is a 
function of good (and it turns 
out, poor) relationships with other 
people (e.g., role models, mentors, 
coaches). 

• About 25% is attributed to expe-
riencing hardships (e.g., business 
failures and mistakes, demotions 
or missed promotions, subordinate 
performance problems, downsizing 
experiences, significant conflicts at 
work, discrimination).

• And about 5% was due to course-
work (e.g., workshops, conferences). 

• For some leaders, personal life 
events, positive and negative, were 
also found to have an effect on de-
velopment.

The implications are clear: developing 
successful students, teachers and admin-
istrators will require much more than 
lecturing students in classrooms or send-
ing educators to interesting workshops 
and conferences. We must think more 

creatively about how to nurture 
the development of Jewish lead-

ers through on-the-job experiences, ex-
periential exercises and through interac-
tions with others. Development requires 
providing people opportunities to learn 
from their work rather than simply taking 
them away from their work to learn.

CCL has studied the characteristics of 
successful and unsuccessful leaders. Tak-
en together, these studies have found 
successful leaders establish strong rela-
tionships with others; hire, build, and 
successfully lead teams; have outstanding 
track records of individual performance; 
and can adapt during periods of change 
and transition. CCL has also conducted 
numerous studies of leaders who were 
on track (or the fast track) for a suc-
cessful career and then “derailed” (e.g., 
were fired, demoted, or reached a ca-
reer plateau). Those who derailed were 
more likely than those who did not to 
have problems with interpersonal rela-
tionships, fail to hire, build, and lead a 
team, fail to meet business objectives, 
were unable or unwilling to change or 
adapt, and lacked a broad functional ori-
entation. The two most important derail-
ment factors, interpersonal relationships 
and teamwork, have little to do with the 
leaders’ technical skills. When leaders de-
rail, it’s rare that the cause is because they 
cannot handle the technical or substan-
tive dimensions of the job. 

Our students will require Tony Wagner’s 
survival skills (The Global Achievement 
Gap) in order to effect change. In par-
ticular, fresh challenges necessitate a high 
level of success at #4: agility and adapt-

ability. CCL President John Ryan men-
tions learning agility as well in a recent 
article in Business Week. Referring to Mi-
chael Lombardo and Robert Eichinger’s 
book The Leadership Machine, he flags 
three crucial elements of learning agility: 
a “rock-solid commitment” to learning, 
the courage to put oneself in challenging 

situations and a commitment to seeking 
and accepting performance feedback. 

In order to lead the next generation, our 
students will understand that technology 
is a tool, not a toy. The Internet permits 
this generation to easily access informa-
tion that formerly involved a trip to the 
library reference room, hauling piles of 
heavy books from the narrow stacks, or 
peering through microfiche documents 
to read primary sources. The challenge 
of access has been replaced by the chal-
lenge of analysis—teaching about legiti-
mate sources, truth in journalism, bias 
and opinion. 

Most Jewish day schools’ mission state-
ments, like ours, include the words “fu-
ture Jewish leaders.” Unfortunately, 
creating a formula to turn out graduates 
who are leaders is not simple. Discus-
sions with our faculty indicate that de-
fining good leadership is not easy. We 
know it when we see it, but the criteria 
are elusive. We do recognize, however, 
that leaders must have competency in 
areas that are not necessarily academic. 
They require excellent social skills, self-
awareness and personal restraint. Daniel 
Goleman calls this “emotional intel-
ligence,” noting that one must be able 
to lead oneself in order to lead others. 
Are we able nurture leadership qualities 
in every child? To do so, we need to start 
with the premise that leaders are made, 
not just born; that the ability to lead is 
not ingrained, but must be nurtured. 

The task of Jewish educators is to 
unleash the leadership talent of all 

members of the tribe.

[continued on page 54]



¿ by Steven Lorch

hen a head of school is an 
effective leader, in harmony 

with the strategic direction set 
by the board, everyone—a head 

of school, board, and 
school community—

wins. The one key strate-
gy that most strongly promotes a virtuous 
cycle of leadership growth for the head and 
strategic thinking for the board is a well 
functioning Head Support and Evaluation 
Committee.

Who? 

The first step in setting up a Head Support and Evaluation Committee is selecting 
its members. It’s by far the most important step, and it’s very easy to get wrong.

The right way to staff the committee is with members with whom both the board 
and the head of school are completely comfortable and in whom they have com-
plete confidence. As with all professional development, unless the supervisee 
trusts the process and feels completely safe, progress will be halting and limited, 
at best. Individuals who inspire high levels of comfort and confidence tend to be 
committed, passionate supporters of both the school and the head. With the right 
composition, the committee’s process will be marked by openness, free-flowing 
discussion, diverse points of view, and risk-taking. 

Getting the right people onto the committee is easier said than done. At the 
Solomon Schechter School of Manhattan, we went without a head support and 
evaluation committee for five years because we couldn’t identify the right partici-
pants. During that time, the board president and the Executive Committee served 
as placeholders, with the president taking on the support role and the Execu-
tive Committee the evaluation of the head, in addition to their usual functions. 
Two years ago, the board and the head finally identified three people, two board 
members and one member from outside the school community, a former head of 
school, who satisfy all the criteria. The resulting committee has been so effective 
that everyone concerned is convinced that it was the correct call not to create a 
committee earlier, until it could be constituted with the right members.

The most popular alternatives to this approach to staffing the committee are (a) 
appointing senior board leaders whom the head of school respects and whose 
leadership contributions s/he acknowledges, or (b) selecting committee mem-
bers as one would an arbitration panel: the board chair chooses one member, the 
head another, and the two members choose a third. While both selection strate-

gies seem plausible, they tend to under-
mine the committee’s work even before 
it starts, because not every member in-
spires the complete comfort and confi-
dence of both board and head. Even one 

committee member whom not everyone 
completely trusts will engender caution, 
guardedness, and defensiveness.

What? 

Once the committee has been consti-
tuted, defining its work comes next. At 
the outset, it is important to determine 
whether the overall approach will be 
capacity building or correcting deficien-
cies. Typically, unless there are very seri-
ous questions about the head’s suitabil-
ity, the capacity-building model will be 
selected. The underlying assumption of 
this model is that the head is performing 
competently, and the committee’s role 
is to help him or her become even more 
effective. The alternative to this, the de-
ficiency model, would be chosen only if 
the board wants to give the head a final 
opportunity to overcome one or more 
shortcomings, and unless the head suc-
ceeds in this one chance, the school will 
be seeking a replacement.

To build the head’s capacity, the com-
mittee and the head need to agree annu-
ally on four to six areas of growth for the 
head that are critical to the school in the 
coming year. Most of these goals will be 
selected from among the school’s strate-

Dr. Steven Lorch is the founding head of 
school of the Solomon Schechter School 
of Manhattan. He can be reached at 
stevenlorch@sssm.org.

A Win-Win-Win Strategy
Head Support & Evaluation Committee:
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gic priorities. If there is a strategic plan in 
place, they will tend to coincide with the 
most important, or the most challenging, 
of the strategic tasks for which the head is 
responsible that year. In addition, one or 
two goals may be areas for professional 
growth that could greatly enhance the 
head’s overall effectiveness. The 
goals need to be selected carefully, 
as most of the committee’s work 
will be shaped by them.

Once the goals are identified, the 
committee and the head collaboratively 
envision what progress toward each will 
look like and identify how the head and 
the committee will know if the desired 
progress has been achieved. In most 
cases, this will entail some data gathering 
that the head or committee members will 
undertake and will share with the com-
mittee at subsequent meetings during 
the year. Because the data gathering is 
dictated by the very specific and carefully 
formulated goals, this model has no place 
for a general survey of the head’s overall 
strengths and weaknesses, whether ad-
dressed to the faculty, the parents, or the 
board.

How? 

At each stage of the process, the com-
mittee both supports and challenges the 
head. When the committee is support-
ing the head, it (a) provides a trusted 
sounding board for the head to share 

the challenges s/he faces in progress-
ing toward identified goals, (b) helps 
the head think through the challenges, 
come to new understandings, identify 
promising strategies or refine existing 
ones, and sometimes redefine a goal or 

an indicator of progress in mid-
course, (c) listens to the head 

actively and empathically, (d) contextu-
alizes areas for improvement within the 
head’s overall effectiveness, (e) reminds 
the head that an awareness of shortcom-
ings and commitment to working on 
them is itself a sign of strength,  and 
(f) celebrates successes. In addition, at 
times the committee (g) invites the head 
to identify problems outside of the an-
nual goals, issues that trouble the head 
enough to keep him or her awake at 
night, and offers perspectives or sug-

gests resources to help address them, 
(h) troubleshoots and brainstorms ways 
for the head to maintain as healthy a life 
balance as possible, and (i) serves as an 
advocate for the head with other con-
stituencies.

The committee fulfills its responsibility 

to challenge the head by (a) scheduling 
meetings and setting agendas in ways 
that maintain momentum, (b) encourag-
ing the head to set high standards and 
take appropriate risks, (c) helping the 
head refine the goals and indicators so 
that they directly address the school’s 

[continued on next page]

Individuals who inspire high levels of 
comfort and confidence tend to be 

committed, passionate supporters of both 
the school and the head. With the right 
composition, the committee’s process will be 
marked by openness, free-flowing discussion, 
diverse points of view, and risk-taking.
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strategic priorities or the head’s per-
sonal challenges, (d) holding the head 
accountable to progress towards, or 
meet, the agreed-upon goals and indica-
tors, and (e) promoting the head’s self-
awareness through feedback and “hold-
ing up a mirror.”

The potential of the committee is best 
realized when it is deeply committed to 
both of its responsibilities, support as 
well as challenge.

When? 

While there are no hard-and-
fast rules as to how frequently the 
committee must meet with the head, it 
is hard to maintain momentum with less 
than four meetings per year.

Over the summer, the committee meets 
with the head to set goals and select in-
dicators. The outcome of this meeting 
is a written list of annual performance 
goals. At Schechter Manhattan, this 
process often takes two meetings, giv-
ing the head and committee members 
ample time to think through the com-
plex issues that arise before coming to 
closure.

During the year, the committee meets 
a couple of times to check in with the 
head, monitor progress toward goals, 
including looking at interim data, offer 
support, and identify any mid-course 
corrections that may be necessary.

In May or June, the committee 
reviews the data and completes 
its evaluation.

The work of the committee comes 
before the board twice a year: in Sep-
tember, to present the head’s annual 
goals, and in June, to review the head’s 
goals and the outcomes of the evalua-
tion. In addition, the committee may 
be charged with the task of negotiating 
all provisions of the head’s contract re-
newal with the exception of remunera-
tion (which is typically handled by the 
president and/or the treasurer), and the 
outcome of this discussion would be re-

ported to the board when the contract 
is up for renewal.

And the Winners Are….

The head of school, the board, and the 
school are all transformed for the better 
by the work of head support and evalu-
ation.

The head gains a group of supportive 
advocates who serve as a sound-
ing board to help him or her 

think and reflect about job performance 
and develop as a professional. This is a 
rare gift, as heads of school often feel 
isolated from a professional learning 
community for themselves (though 
they sometimes function as members of 
professional learning communities for 
others, namely their supervisees) and 
severely limited in resources to which, 
or to whom, they can turn for support, 
guidance, and direction. 

The head also benefits from clarity of 
job responsibilities and work priori-
ties. Without a discrete list of annual 
performance goals, each of the myriad 
responsibilities of school administra-

tion looms large, and every new 
issue that arises competes for the 

head’s attention, focus, and best think-
ing. Finally, the head benefits from the 
security of having a well defined process 
of supervision and evaluation and a pre-
dictable means of assessing his or her 
own prospects of re-employment.

The board also benefits from the work 
of the head support and evaluation 

committee. It fulfills the board’s often 
neglected (or perfunctorily discharged) 
responsibility of supervising its sole em-
ployee, and does so in a way that system-
atically promotes his or her professional 
growth. In addition, it strengthens the 
board’s focus on strategic issues and 
priorities and deflects board members’ 
attention from operational distractions. 
Moreover, it inoculates itself, and the 
school, from the upheaval of unneces-
sary leadership transitions.

The school is a winner, too. The interac-
tions between the committee members 
and the head of school model collabora-
tive inquiry and constructive criticism 
that carry over to many other relation-
ships and situations. Furthermore, as 
the head of school changes and grows, 
his or her vision, purposes, and learn-
ing ripple outward, intensify and deepen 
the culture of teacher and student learn-
ing, and influence the assumptions, at-
titudes, and habits of teachers, students, 
and parents alike. As the head develops 
new skills and practices that promote 
improved student learning and welfare, 
the gap between good intentions and 
effective action narrows, with positive 
outcomes for the entire school commu-
nity.

A well constructed head support and 
evaluation committee marshals its mem-
bers’ thoughtful analysis, high regard, 
and inspired action and channels them 
in the service of a school’s highest moral 
purposes. Designed to enhance the ca-
pacity of the head, the board, and the 
school as a whole, it’s a classic win-win-
win strategy for all concerned. ¿

...it inoculates itself, and the school, from 
the upheaval of unnecessary leadership 

transitions.

The head gains a group of supportive 
advocates who serve as a sounding board 

to help him or her think and reflect about job 
performance and develop as a professional.

[continued from previous page]
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Project ROPE Molds Leaders for 
Schools and Communities

Project ROPE: Roots of Philanthropy Education is the only 
youth philanthropy program designed with the needs and 
capacities of Jewish day schools in mind. RAVSAK created 
this program for high schools to raise their chesed and so-
cial action programs to the next level. ROPE is a program 
without walls; it combines high level Jewish learning with 
immersion in all aspects of philanthropy, including politics 
and social issues, the missions and finances of nonprofits, 
fundraising, grantmaking and more. Students form their 
own grantmaking organization and make informed, criti-
cal decisions on their values, goals and recipients. Both in 
person and through conference calls, they meet leading 
nonprofit administrators and consultants, who explain their 
work and give the students guidance for their own activities 
in the program. Through Project ROPE, students become 
Jewish philanthropists.

Project ROPE’s pilot year is drawing to a close. RAVSAK 
congratulates the three schools whose students have pio-
neered the program:

• Donna Klein Jewish Academy (Boca Raton, FL)
• Gray Academy of Jewish Education (Winnipeg, MB)
• Herzl / RMHA at the Denver Campus (Denver, CO)

RAVSAK is now recruiting schools to participate in Project 
ROPE next year. If you are interested, contact Elliott Rabin, 
Director of Educational Programs, at erabin@ravsak.org.



Coaching Heads
¿ by Ray Levi and David Truslow

ay Levi and David Truslow were initially 
brought together through a PEJE School Im-
provement Journey Grant and have been con-

versing regularly for four years.  This attempt 
to speak in writing reflects an effort to replicate 

the reflective dialogue that is at the heart of a 
coaching relationship.

Ray: As I’ve thought about this written dialogue, I found myself preparing in the 
same way that I’ve come to do when we speak on the phone or in person.  I’ve 
developed a list of topics that I’d like to cover, areas in which I’d 
benefit from your perspective.  Perspective seems to be a key ben-
efit of our interactions.  Over the four years that we’ve worked 
together, I’ve come to value the expertise that you bring, uti-
lizing your background in organizational psychology and family 
therapy to bring fresh eyes to the day-to-day operations of the 
school.  You’ve worked with other Jewish day schools but also 
know the independent school world.  And while you listen to my 
read of issues, you also know—and speak with—the other players 
on our leadership team, so you’re informed by their perspectives 
as well as mine.  

Dave: You have underscored the prime value of a coach which is 
perspective. Not that my perspective is better than yours, but the 
fact that it is different than yours is important. Reality for each 
of us is formed by our perspective or point of view. A coach can 
bring an opportunity for the head of school to look at situations 
from different points of view. This helps in developing strategies 
based on a wider understanding. To be effective in coaching a 
head of school, it is essential to have access to the administrative team and the 
board. The dynamics of those relationships with the head have a great impact on 
his or her work.

Ray:  I must admit that even 
now, having a coach can 
feel like a bit of a luxury.  A 
head’s job doesn’t usually in-
clude time to frame issues and 
share them with someone whose role 
is to listen and advise.  I say this even 
as I know the importance of reflective 
practice.  Working with you has encouraged me to be more reflective.  Working 
with a coach was one of requirements of the PEJE Grant and was one of the 
reasons I was interested in the grant.  Still, it took me awhile to set the time aside 
for the regular appointments.  You waited patiently—learning about me and the 
school—and I began to generate those lists of topics to cover.  You have reminded 
me that what initially seems urgent may not be and what rises to the top of the 
list changes with the benefit of time elapsed.  Still, knowing that we’ll have the 

opportunity to talk can focus me on plac-
ing a particular event in a larger context 
and allowing me to begin the reflective 
process.  

Dave: Beyond competence, leadership 
requires vision. Staying ahead of the game 
and not getting trapped in the day to day 
minutia. A pitfall for heads is becoming 
isolated by the great demands of the po-
sition. Isolation always brings distortion. 
By developing the discipline to have time 

to reflect and share, one can avoid this 
pitfall. Sharing my opinion, after careful 
listening and questioning, is more help-
ful than giving advice. Yes, patience is an 

important attribute for a coach.

Ray:  Our focus has been on shaping 
the school’s professional leadership for 
a growing school.  We’ve worked on 
developing and articulating organiza-
tional models while also looking at the 

Dr. Ray Levi is Head of School at Amos 
and Celia Heilicher Minneapolis Jew-
ish Day School. He can be reached at 
rlevi@HeilicherJDS.org. 

David Truslow, a family therapist 
for the past 34 years, has been 
consulting with Jewish Days schools 
for 18 years, and is a Coach Men-
tor for PEJE. He can be reached at 
davidtruslow@comcast.net.

A coach can bring an opportunity for the 
head of school to look at situations from 

different points of view. This helps in developing 
strategies based on a wider understanding.
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patterns of interaction among players on 
the team.  You’ve sat in on goal-setting 
meetings with lead administrators and 
me.  In the process, you’ve asked me to 
consider how I define and do my job.  
Even when you’re not here, your counsel 
rings in my ears.  I often replay the tape 
of such questions as “What would hap-
pen if you saw something that needed to 
be done and you walked by?” which is 
related to the query, “Are you push-
ing responsibility down?”  

Dave: One of the things that we 
have often discussed is how you en-
courage initiative from your administra-
tors. Pushing responsibility down without 
giving authority kills initiative.  While we 
are all risk-aversive, being reminded that 
trust is only built by risking can help us to 
take a chance and build trust and enhance 
productivity. 

Ray:  Of course, sharing your perspec-
tive means sometimes telling me things 
that are not easy to hear.  Even when 
you’ve said you’re going to be force-
ful, it’s seemed gentle.  Still, it’s better 
to be hearing from you as someone who 

is invested in the success of the school 
and in my role in helping to guide the 
school in directions that will assure its 
growth.  Ultimately, the coaching re-
lationship also provides the support of 
adding tools to my to toolbox, point-
ing me to new resources as well as of-
fering counsel.  Wherever our conversa-
tions have taken us, your skill as a coach 

has always allowed me to see 
the cup as more than half full. 

Which brings us back to the value of per-
spective—placing a challenge in a larger 
context within the life of my particular 
school and the larger Jewish day school 
and independent school worlds.  

Dave:  When I’ve had a critical opinion, 

I of course worry, “How is he going to 
take this?” Then I remind myself that if 
I’m not honest with you there is no rea-
son for you to trust me. Your reaction to 
the few difficult conversations we have 
had has always been non-defensive and 
thoughtful. As for gentle, I see it as being 
careful. What I mean by that is being full 
of care. The trust and friendship we have 
built together over the years is precious 
to me. Also, I must say to you that I have 

learned so much from you. Excellence in 
Jewish education matters to us both and 
is at the core of the work and relationship 
that we have built together. The essence 
of all the conversations we have had is that 
they have ultimately been for the children 
and families. ¿

Of course, sharing your perspective means 
sometimes telling me things that are not 

easy to hear. Still, it’s better to be hearing from 
you as someone who is invested in the success of 
the school and in my role in helping to guide the 
school in directions that will assure its growth.



Nurturing Leadership
¿ by Suzanne M. Bean

in Middle and High School Students

ome say that leadership is difficult to define but 
easy to recognize in people. Others say that Amer-
ica is suffering from a leadership crisis and that 
our nation has little confidence in the honesty, 
integrity, and ethics of leaders in all segments 
of society. Although the concept of leadership is 

often studied, researched, and discussed, the art 
of leadership is still misunderstood, debated, and 

often neglected. It is resolved, however, that 
leadership skills can be developed and more 
intentional endeavors must be made to culti-
vate bright, young leaders for the future.

Why Develop Leaders?

The process of becoming a leader holds many valuable lessons in life. 
Interpersonal skills are necessary in every aspect of human endeav-
or—at home, school, work, and in the social arena. As one’s leadership potential 
is nurtured, the ability to relate to others improves and skills in communication, 
conflict resolution, decision making, and goal achievement are refined. Initiative 
and responsibility increase, and self-concept and personal fulfillment flourish. Basic 
human needs of belonging, accomplishment, and reaching one’s potential can be 
realized through the development of leadership. Leadership skills can make the dif-
ference between talents being fully utilized or unfulfilled.

Leaders for the 21st century must be able to face complex challenges in an ever-
changing world. There are fundamental changes in the economy, jobs, and busi-
nesses. According to the Partnership for 21st Century Skills (2008), the industrial 
economy based on manufacturing has shifted to a service economy driven by in-
formation, knowledge and innovation. The Framework for 21st Century Learning 
(www.21stcenturyskills.org) organizes learning around student outcomes in Core 
Subjects, 21st Century Themes, which are Learning and Innovation Skills, Infor-
mation, Media, and Technology Skills, and Life and Career Skills. Leadership skills 
are integrated throughout this framework. 

In his book A Whole New Mind: Why Right-Brainers Will Rule the Future, Daniel 
Pink says the leaders of the 21st century will be creators, empathizers, pattern 
recognizers and meaning makers. Leaders of the 21st century must also be able 
to embrace new forms of communication required by emerging technologies. 
From podcasts, twitter, and online communities to webcams and wikis, it will be 
necessary not only for leaders to communicate effectively with the people in the 
same building, city, and state; leaders of the future must also be able to commu-
nicate effectively and maintain relationships with online colleagues from across 
the globe.

The personal rewards for developing one’s 
leadership potential are many, but the so-
cietal benefits of effective leaders may be 
even more significant. The call for more 
effective leaders must not be ignored. 
Perhaps at no other time in history has 
there been a greater challenge for positive 
human interaction and ethical leadership. 
These goals are critical to the progress of 
humankind. 

Trends in Leadership

An analysis of emerging trends in leader-
ship prompts educators to recognize the 
link between leadership and emotional 
intelligence. Key leadership skills and per-
spectives are related to one’s intrapersonal 
skills (self knowledge and understand-
ing) and one’s interpersonal skills (skills 
in building and maintaining relationships 
with others). 

In 2007, researchers at the Center for 
Creative Leadership asked 247 senior 
executives around the globe about ten 
leadership trends. From this study, impor-
tant patterns emerged focusing on talent, 
innovation, collaboration, and globaliza-
tion. For instance, many organizations are 
bridging cultural, geographical, and func-
tional boundaries, which require skills dif-
ferent from face-to-face leadership. The 
art of virtual leadership will require peo-
ple who have exceptional written, oral, 
and technological communication skills. 
Today’s leaders also predict that the shift 

Dr. Suzanne Bean, Director of the 
Roger F. Wicker Center for Creative 
Learning at Mississippi University 
for Women, has researched leader-
ship development for the past 
20 years. She can be reached at 
sbean@ccl.muw.edu.
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from autocratic to participative leadership will call for leaders 
who have the ability to collaborate and focus on the team rather 
than the individual. This new complex, global environment will 
increase the rise of multifaceted challenges calling for leaders 
who are creative thinkers able to adapt, navigate change, main-
tain focus, and above all else, build and maintain relationships 
in person and online.

The School’s Role in Cultivating Leaders

The goal of developing young leaders is of such critical impor-
tance to the individual and to society that it should be made an 
integral part of school. While it is also the responsibility of par-
ents, communities and religious affiliations to develop leaders, 
the school environment is an ideal laboratory for creating young 
leaders in purposeful and intentional ways.

The following practical strategies are offered for incorporating 
leadership development in middle and high school settings:

Strategies for Teaching the Concept of Leadership

1. Broaden students’ concept of leadership by helping them 
understand that authentic leadership has more to do with 
influence than who holds an appointed position, or who is 
popular, or who has the best grades, or who has the most 
money. Examine leadership from a psychological-sociolog-
ical perspective. Help students see that leadership begins 
early, perhaps during the negotiation of playground equip-
ment or during team work at school or chores at home.  
An expanded view recognizes that leadership permeates all 
dimensions of life, across all disciplines, ages, cultures, and 
socioeconomic levels of society.

2. Collect and analyze all the leadership resources you can for 
your school. In this journal’s Bookcase section there are 
numerous commercially-prepared materials, websites and 
other resources for educators to use in schools. 

3. Explore the concept of leadership it as it relates to other 
themes of study in your school. For example, how is lead-
ership connected to such timeless concepts of power, pat-
terns, symbols, culture, change, ethics, etc. Study leader-
ship in characters in literature or great leaders across fields 
of study. Study great leaders! How is a political leader 
similar to or different from a great leader in mathematics? 
How is a governmental leader similar to or different from 
a leader in visual and performing arts? What makes an un-
ethical leader? Why do leaders fail?

4. Study the history of leadership. How has leadership 
changed over time? From tribal leadership and “survival of 
the fittest” to the era of courts, kings, and queens, to to-
day, how have people’s expectations of leadership changed? 

[continued on next page]

Pushing Students 
Beyond Their 
Comfort Zones
¿ by Wayne L. Firestone 

Over the past several years I have had 
the good fortune of working for Hillel:  
The Foundation for Jewish Campus Life, 
combining the two perspectives of the 
Shema (“You shall teach your children 
diligently”) and of the Talmud by engag-
ing our young people in experiential edu-
cation under the assumption that they are 
truly the builders of our people and of the 
world.  In Pirkei Avot, the Ethics of our 
Fathers, our organization’s namesake Hil-
lel the Elder stated, “A shy person cannot 
learn” (Mishnah Avot 2:6). Today, our 
organization encourages Jewish students 
to leave their comfort zones, to push their 
personal boundaries and to take an active 
part in enriching the Jewish people and 
the world.  

Our new engagement methodologies are 
based upon peer-to-peer relationships; we 
help identify student social networks as 
a means to engage their peers and help 
them connect to the Jewish community. 
In record numbers, Jewish university stu-
dents are actualizing this role in a very 
real way—for example, taking hammers 
and power tools in their hands to help re-
build the Gulf Coast.  This is not a com-
fortable experience.  It is growth through 
discomfort as students push themselves 
to the limit and labor to better the world 
around them.  Elsewhere, students are 
taking part in building themselves and 
their communities through active, expe-
riential learning.  They are discussing, de-
bating, arguing, and agonizing over our 
ancient texts in an effort to answer very 
modern and often personal questions. We 
must challenge them to challenge them-
selves, to embrace the uncomfortable and 
to engage the world in active dialogue. ¿

Wayne L. Firestone is President of Hillel: 
The Foundation for Jewish Campus Life. 
He can be reached at wfirestone@hillel.org.
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How are leadership styles in the 
United States of America similar to 
or different from leadership styles in 
other countries? 

Strategies for Teaching the Art of 
Leadership

5. Developing self understanding, in-
trapersonal skills, knowledge of 
one’s strengths and weaknesses can 
facilitate leadership growth every 
day. Learning style and personality 
inventories as well as informal psy-
chological type or emotional intel-
ligence assessments can be useful in 
helping students understand who 
they are and why they may react to 
certain people, places, and events in 
the way they do. Two great websites 
for this are www.humanmetrics.com 
and www.personalitypage.com. In-
trapersonal skills and self-reflection 
can be further enhanced in the class-
room by such activities as journaling 
and bibliotherapy. 

6. Today’s students need more op-
portunities to engage in meaningful 
activities with teams or groups. This 
allows teachers, and ultimately the 
students themselves, to determine 
how well one works with others. For 

example, if a student is too domi-
neering, a know-it-all, a perfection-
ist, or too passive, self conscious, or 
a procrastinator, the student needs 
to learn to recognize this in himself/
herself and understand how counter-
productive these types of behaviors 
can be, particularly to others, and to 
the task of the group.

7. Related to the art of working with 
others, students need the opportu-
nity to see events from the perspec-
tive of another in order to be able to 
best understand and relate to others. 
Some children have a very difficult 
time with this skill, and they need 
plenty of chances to practice it! When 
conflicts arise in school, seize the op-
portunity to allow students to work 
through the problems themselves, 
rather than settling it right away for 
them. Also, when conflicts occur, it is 
a good idea to do some group reflec-
tion on the situation, looking back at 
how things might have been handled 
differently or what contributed to 
the situation getting resolved. This 
approach can help students see that 
there are different ways of working 
with people, and some are more suc-
cessful than others.  

8. Many students have been trained to 

look for the “one right answer” when 
much of what is needed today is the 
skill of divergent thinking or look-
ing for many possibilities. Find ways 
to incorporate meaningful creative 
thinking activities into the curricu-
lum. Building this skill can also help 
keep students interested in produc-
ing new knowledge and finding new 
ways of doing things, rather than just 
learning what has been done and ac-
cepting the way things are as the way 
they must always be. Creative think-
ing can also help students in seeing 
the big picture of life, a vital talent 
for effective leaders. 

9.  Find opportunities for students to 
demonstrate responsibility. You may 
have heard the saying, Success breeds 
success.  This certainly applies when 
developing leaders. Find ways for 
students to show you that they can 
be successful at something, follow 
through with tasks, that they can 
achieve, and that they can be produc-
tive. This is the key to motivation! 

10. Older students may be challenged by 
developing plans of leadership, fo-
cusing on making a positive change 
in an area of the school, community, 
or religious affiliation. Identifying is-

[continued from previous page]

[continued on page 54]
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Project SuLaM Welcomes Cohort III
It is with great joy that we announce the members of the third Cohort of Project SuLaM: Study, Leadership and Mentoring, RAV-
SAK’s flagship professional development program.  Selected from our largest applicant pool to date, these 17 educators come to 
Project SuLaM from across North America, bringing their experiences and wisdom as Jewish day school leaders together with their 
passion for Jewish learning.  We are pleased to note that this cohort includes educators from PARDeS and the Solomon Schechter 
Day School Association. Baruchim Habaim to:

Project SuLam is funded in its entirety by AVI CHAI. We thank the 
AVI CHAI Foundation for their ongoing trust and support.

Lilach Bluvise
Hebrew / Israel Chair
Solomon Schechter Day School 

of Essex and Union
West Orange, NJ

Anthea Canes
Principal
AJ Heschel Day School
Northridge, CA

Todd Clauer
Dean of Students 
Hyman Brand Hebrew Academy
Overland Park, KS

Peter Cline 
Head of School 
Rockwern Academy
Cincinnati, OH

Dr. Jeff Davis
Upper and Middle School Director
San Diego Jewish Academy
San Diego, CA

Natalie Friedman
Lower School Principal
Donna Klein Jewish Academy
Boca Raton, FL

Jill Grunewald
Middle School Principal and 

Assistant Head of School
Solomon Schechter Day School 
Monmouth, NJ

Nan Jarashow
Head of School 
Aleph Bet Jewish Day School
Annapolis, MD

Jill Kessler
Head of School 
Pardes Jewish Day School
Phoenix, AZ

Gloria Kron
Principal
Solomon Schechter Day School 

of Essex and Union
West Orange, NJ

Valerie Lustgarten
Assistant Principal Lower School
Samuel Scheck Hillel 

Community Day School
N. Miami Beach, FL

Allison Oakes
Head of School 
Eleanor Kolitz Academy
San Antonio, TX

David Portnoy
Head of School 
Emery/Wiener School
Houston, TX

Leslie Pugach 
Middle School Director
Jack M. Barrack Hebrew Academy
Merion Station, PA

Daniel Sussman
Primary School Director
San Diego Jewish Academy
San Diego, CA

Anat Valdman
Director of Student Life 
Reuben Gittelman Hebrew 

Day School
New City, NY

Nina Wand
Primary School Director,
Beth Tfiloh Dahan 

Community School
Baltimore, MD



Cultivating Knowledge Capital
for Jewish Innovation

¿ by Joshua Avedon and Shawn Landres

 generation consisting of what are arguably the 
most well educated Jews in American history 

is flooding the marketplace of ideas with new 
strategies for building Jewish community in 

the 21st century.  The broad and sustained in-
vestment in Jewish education over the past 

several decades is reaping high-yield ben-
efits for the Jewish community in the form of a cadre of 
Jewishly literate, socially-minded, 
creative entrepreneurs—both lay 
and professional.  They are some of 
the key leaders of the Jewish “Inno-
vation Ecosystem,” a growing sec-
tor of dynamic new organizations 
that is changing the face of Ameri-
can Judaism.

Significant numbers of the individuals involved in new Jewish spiritual communities, 
what we call independent minyanim and Jewish emergents, come from a day-school 
background.  The 2007 National Spiritual Communities survey states that “day school 
alumni amount to 15% of all synagogue members in the United States (and most 
of them are Orthodox); but they amount to 19% of the participants (largely non‐
Orthodox) in the rabbi‐led emergent communities, and an astounding 40% in the 
independent minyanim.”  Those numbers are clear evidence of the growth of social 
capital due to investment in Jewish education.  More precisely, they indicate that the 
contemporary Jewish educational system is creating enormous reserves of knowledge 
capital, which Wikipedia defines as “a concept which asserts that ideas have intrinsic 
value which can be shared and leveraged within and between organizations.  Knowl-
edge capital connotes that sharing skills and information is a means of sharing power.”

As we and our colleagues at The Natan Fund and The Samuel Bronfman Founda-
tion recently have observed, “sometimes the most important, far-reaching effects of 
a project cannot be anticipated at its outset.” Considering the creativity readily ap-
parent in the wave of new Jewish initiatives launched over the past decade or so, it is 
clear Jewishly educated leaders are leveraging their knowledge capital in new and un-
expected ways.  According to the 2008 Survey of New Jewish Organizations, more 
than three quarters of these Jewish startups are focused on creating new expressions 
for meaningful Jewish identity, whether through religion, education, arts and cul-
ture, or social advocacy.  Moreover, nearly three quarters of participants describe 
themselves as deeply or moderately involved in the organized Jewish community.

Knowledge capital management tends to have far-reaching effects not only because 
it empowers those who possess it, but also because it builds bridges to populations 

that haven’t had the benefit of direct in-
vestment.  Some of today’s most success-
ful and dynamic startup leaders come from 
strong pluralistic Jewish educational back-
grounds, and in turn they are also instill-
ing a love of learning and Torah in Jews 
and others who grew up entirely outside 
organized Jewish education.  Their com-
munities embrace new members regardless 
of where they are on their Jewish journey. 

New vitality has been infused into tradi-
tional practice by a commensurate surge in 
active Jewish participation by people with 
little previous connection to Jewish com-
munal education and religious practice.

This generation of Jewish leaders and com-
munity members came of age in during a 
boom in Jewish market activity.  As prod-
ucts of day-schools and strong supplemen-
tary education, Jewish youth groups and 
camps, as well as Hillel and young adult 
programs like Birthright, they belong to a 
burgeoning sector of new Jewish commu-
nal life.  The organizations and communi-
ties they are building reflect a number of 
core values inculcated in during the Jewish 
market boom.

At Milken Community High School, a 
non-denominational day school in Los 
Angeles, a group of teenagers came to-
gether following the tragic death of one of 
their friends in an alcohol-related car acci-
dent.  They created The Lev Foundation, 
an advocacy, education and philanthropic 
organization that also hosts events and 
provides transportation solutions to make 

Joshua Avedon and Shawn 
Landres are the co-founders of 
Jumpstart, a Los Angeles-based 
incubator, catalyst, and think 
tank for sustainable Jewish in-
novation.  They can be reached at 
Joshua@jewishjumpstart.org and 
shawn@jewishjumpstart.org.
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sure no one ever operates a motor vehicle under the influence 
of alcohol or drugs.  They lead by example and demonstrate the 
core Jewish value of local communal obligation.

A group of day-school educated North Easterners came together 
to found the first year-round egalitarian yeshiva called Yeshivat 
Hadar in New York City.  Their beit midrash is the direct out-
growth of the independent minyan they founded, Kehillat Hadar, 
and also an institute to support the development of independent 
Jewish spiritual communities, Mechon Hadar.  Their entire plat-
form is based on the idea that Jewish community can be self-gen-
erated and lead by anyone, rather than depending on established 
organizations and ordained clergy.  They help high-involvement 
Jews and those looking for challenging Jewish learning figure out 
what it means to be a lay leader for your own Jewish life.

At Kavana in Seattle a young rabbi with a day school education 
joined up with a group of successful social and commercial entre-
preneurs to invent a new kind of Jewish community that works 
like a co-op, but offers all the amenities of a synagogue (minus 
the building, of course).  Members of the cooperative, who are 
called “partners,” take active roles in being both consumers and 
producers of Jewish experiences and community.  Today, Kavana 
is expanding its Hebrew immersion play group into a full-blown 
Hebrew immersion preschool, bringing high-quality Jewish edu-
cation to the children of parents who had little or none them-
selves.  Kavana’s approach resonates with both highly involved 
Jews and disconnected Jews by focusing on cultivating organic 
community in intimate settings. 

In Boston a group including day-school educated activists cre-
ated Kavod House (now part of the Moishe House Network), 
a new model for Jewish community that includes a communal 
residence, regular Shabbat dinners and holiday celebrations as 
well as Jewish learning and arts.  At the heart of their project is a 
commitment to social justice work—organizing and advocating 
for causes within the Jewish world and well beyond it.  The com-
munity empowers its members to live out Jewish values in every-
day life, blurring the line between secular and sacred.  Moishe/
Kavod House is emblematic of new organizations and communi-
ties that build social networks in order to mobilize citizens to 
repair the world.

With so many beneficiaries of structured Jewish education doing 
so much, perhaps it’s time to think about the next step in ex-
panding our portfolio of Jewish knowledge capital.  If the long-
term commitment to Jewish education is part of a multi-genera-
tional investment strategy, then the first phase is now complete.  
Having transformed the meaning of Jewish education and com-
munity for thousands of children and families for many years, 
members of this first generation are now building their own 
dwellings and learning environments.  For their children, push-
ing for Jewish literacy won’t be a rear-guard action fought half-
heartedly with guilt pangs for doing unto their children a He-

Leadership Is a 
Privilege
¿ by Steven Burg 

Interacting with teens is an indescribably re-
warding experience. Teens are at that unique 
time in their lives when they are on the verge 
of independence. They are as intelligent as 
adults, often quite mature, and usually ex-
tremely enthusiastic. One of the greatest op-
portunities we can offer teens is that of em-
powering themselves. When providing teens 
with leadership roles, it is imperative to give 
them room to be creative, to make mistakes, 
and even to give them the “freedom to fail.” 
Given the chance, teens can reach unparal-
leled heights; if nothing else, their mistakes 
help build character. 

One must be clear to communicate to teens 
that leadership roles are a privilege, not a 
right.  Leadership roles are an opportunity 
for teens to be a part of something great. If 
someone doesn’t step up to the challenge, 
another person will. This is not unlike Mor-
dechai’s statement to Esther, “If you do 
nothing, salvation will come from some-
place else, but you’ve been given the oppor-
tunity to make a difference” (paraphrased 
from Esther 4:14). Or, as Thomas Paine put 
it, somewhat more indelicately, “Lead, fol-
low, or get out of the way.”

Teen leadership is a wonderful opportunity, 
for both the teen and the organization. But 
an organization must be realistic, recogniz-
ing that teens have conflicting commitments 
and need to learn to balance their priorities. 
Teen leaders should know that we want 
them on board, but we can’t wait. The ship 
is going “full steam ahead” one way or an-
other. 

This approach may seem too hard line for 
some, but it’s treating teens like adults.  Be-
ing treated as an adult is part of the empow-
erment and a proven success. ¿

Rabbi Steven Burg is International Director 
of the National Council of Synagogue Youth, 
and the National Director of Program Devel-
opment for the Orthodox Union. He can be 
reached at burg@ou.org.

[continued on page 52]
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Empowering Students
                     for Social Action
¿ by Rachel Meytin

: What do all the following topics have in 
common: Darfur, energy independence, 
gay marriage, poverty, Israel, healthcare? 

A: They are all issues on which 
pluralistic day school students 

attending recent Panim el Panim 
seminars chose to lobby. 

The PANIM model is built around the idea that to become leaders, stu-
dents must look at the world that is presented to them and figure it out 
for themselves: how to make it meaningful, how to relate to it, how to 
find meaning for themselves in it. Once they do that, then they can begin 
to become leaders committed to social justice. 

I’d like to identify the underlying concepts that serve as the foundation for any suc-
cessful, transformative program designed to create Jewish leaders in political and so-
cial activism. 

First, assume that every participant has the ability to make a difference. Second, dem-
onstrate this assumption by having the students walk through what it would look like 
if they took on leadership roles. Third, make it personal—explicitly enabling (and 
even requiring!) each student to find their own definitions and passions relating to 
social problems. And finally, but perhaps foremost, root the participants’ experiences 
in their Jewish values, giving them a foundation upon which to base their work.

Rabbi Tarfon taught that although not one of us is responsible for completing the 
work of justice, neither can any one of us step back and allow others to do it for us 
(Pirke Avot 2:22). As a result, we are required as educators to ensure that our lessons 
reach every student, empowering and inspiring them. Our Panim el Panim semi-
nars engage students from all denominations and backgrounds. We have day school 
and supplemental school students; those with significant Judaic knowledge and those 
with none. We have recent immigrants to the US from impoverished countries and 
highly privileged, empowered students who have every opportunity handed directly 
to them. From each and every student, we assume the ability to engage with their 
world and make a significant difference. Of course, not every student will do so im-
mediately, but by beginning with that assumption, those who might otherwise be 
left out of the conversation are included. This approach signifies to the students their 
inherent personal value to the larger social-justice movement.

Once you, the educator, have established that each one of your students has this 
inherent potential, now the task is to enable each student to see himself this way. 
Political and social activism are, by nature, hands-on endeavors. But, like so many 
other things in the world, they appear aloof, illusive, and unattainable. Even to our 
largely privileged, empowered teens, enacting large-scale systemic change feels so 
out of reach it’s not even worth getting started. Much of the work that we need to 

do is to help our students come to see so-
cial change work as within their reach. We 
need to provide samples of how they can 
engage with the issues and what they can 
choose to do. At PANIM, we run advoca-

cy simulations where the students practice 
various forms of advocacy, we teach them 
how to form new “agencies” that address 
social problems using their personal skills 
and talents, and they model congressio-
nal offices grappling with tough legislative 
decisions. All of these programs have a 
shared objective: making it possible for the 
student to see herself doing these types of 
activities in the “real world.” If you want 
your programs to create new leaders, you 
have to provide opportunities for the stu-
dents to be leaders and experience leader-

Rachel Meytin is PANIM’s 
Vice President for Programs. 
She can be reached at 
rachelm@panim.org.
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ship. Otherwise you will only reach those who can already see 
themselves as leaders.

The third component to forming social activist leaders is to have 
them identify for themselves what it is that they care about and 
why. We use a definition of political and social activism as being 
processes through which we can change the world for the bet-
ter. We ask the students: what’s unclear in this definition?  The 
students focus in on three words: processes, world, and better. 
Which process will they choose? Will they be involved in political 
advocacy or direct service? What is their world? Will they work for 
local causes or against genocide in Darfur? And what does “bet-
ter” mean to them? Will legalizing gay marriage make the world 
better? Should our social safety nets be expanded or contracted? 
Is it better to enter a war in Iran? The ambiguity in our defini-
tion is intentional; by requiring students to define these words 
for themselves, we provide an opportunity for each student to 
identify what will form the center of his or her social activism. 

It is vital that the students have a true voice in their activism: they 
need to be exposed to a wide range of issues and given an even 
wider range of possible approaches to dealing with the issues.  It 
should never be assumed that students are liberal or Democrats, 
for example. Let them learn all sides of an issue; allow them to 
draw their own conclusions. When Moses began the process of 
building the mishkan (Tabernacle), he sent out a request to the 
people: bring offerings from your heart (Exodus 25:2).  He didn’t 
ask those Israelites with last names that begin with A-G to bring 
wood and those with names beginning with H-L to bring nails, 
but rather he called on each individual to identify for herself what 
spoke to her, what ignited her passion, and bring that to beautify 
the holiest place. He repeats that request again a few chapters 
later, again asking for offerings of the heart, and the outpouring 
is so much that it is even more than could be used (Exodus 36:7). 

[continued on page 55]

Training to Be a 
Dugma
¿ by Jules Gutin 

When I entered high school in 1963 I decided 
to follow in my sister’s footsteps and joined 
our local chapter of United Synagogue Youth 
(USY). I’m not sure what I expected. From 
a distance, I had observed USYers at some of 
their activities. They appeared to enjoy the ex-
perience. I was particularly impressed with all 
the ruach.

As I became more involved I was given vari-
ous responsibilities by the older USYers who 
were officers in the chapter. Although we had 
an adult advisor for the chapter, I noticed that 
most of the decisions and responsibilities were 
in the hands of the USY members. As USYers 
we learned many new skills from proper pro-
gram planning to budgeting to public speaking. 
Most of what we learned was taught to us by 
our peers. As a synagogue youth movement, 
USY included opportunities for development 
and utilization of religious skills as well. (Many 
of which were taught by peers).

Many years later, those of us who acquired our 
basic leadership skills as USYers have assumed a 
variety of leadership positions in Jewish and sec-
ular life. Many claim that their first introduction 
to those skills was an integral part of their USY 
experience. Our entire family benefitted from 
those opportunities, including my wife who 
grew up in Huntsville, Alabama!  All four of my 
children learned many valuable lessons as well.

One of the most important lessons we learned 
is that a leader must be a dugma (an accessible 
positive Jewish role model). It is for this reason 
that USY leaders adopted and have maintained 
a series of standards for regional and interna-
tional officers which help them to teach others 
by example. In fact, the adult leadership of our 
parent body, the USCJ, has chosen to follow the 
USYers’ example in recent years.

The experiential Jewish education which is a key 
aspect of the USY experience has many differ-
ent components. Clearly, the leadership devel-
opment component can have a lifelong impact.

Jules Gutin is the Director of the Department 
of Youth Activities of the United Synagogue of 
Conservative Judaism. He can be reached at 
gutin@uscj.org.
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With 16 teams participating from schools throughout North America, 
the Moot Beit Din represents an elite collaboration among RAVSAK 
high schools. The Shabbaton, lasting from Thursday evening through 
the competition on Sunday morning, forges a community of students 
and teachers through their common passion for Talmud Torah.

Thanks to the generosity of the Covenant Foundation, which award-
ed RAVSAK a three-year Signature Grant for the Moot Beit Din, the 
program was housed in style at the Sheraton Denver West Hotel. 

Students broke ice and bread together; they led davening at two 
minyanim (mechitzah and egalitarian); they conducted chesed proj-
ects for children in a hospital, at a thrift shop for women and chil-
dren in need and women in a shelter; they strolled around the sub-
lime Red Rocks Park and viewed Iguanosaurus tracks at Dinosaur 
Ridge; they sang, learned, played games and watched a movie. At 
the competition, they applauded each other, presenting the fruits of 
their erudition and creativity before a panel of rabbis and lawyers and 
an audience of peers and local supporters.

Friendships were formed, memories were made, and characters were 
molded at this year’s Moot Beit Din.

Mazel tov to all who participated—students, advisors, and schools! 
And kol ha-kavod to the host school, Herzl / RMHA, whose ad-
ministration, staff and students helped in countless ways to make the 
program a success and all participants feel welcome.

Participating schools:

• American Hebrew Academy (Greensboro, NC)
• Charles E. Smith Jewish Day School (Rockville, MD)
• Frankel Jewish Academy (Detroit, MI)

• Herzl/RMHA (Denver, CO)
• Barrack Hebrew Academy (Bryn Mawr, PA)
• Jewish Community High School of the Bay (San Francisco, CA)
• Kehillah Jewish High School (Palo Alto, CA)
• Milken Community High School (Los Angeles, CA)
• New Community Jewish High School (West Hills, CA)
• Shoshana S. Cardin School (Baltimore, MD)
• Solomon Schechter Day School of Essex and Union (West Or-

ange, NJ)
• Solomon Schechter School of Westchester (Hartsdale, NY)
• Tanenbaum CHAT Kimel Centre (Vaughn, ON)
• Tanenbaum CHAT Wallenberg (Toronto, ON)
• Tarbut V’Torah (Irvine, CA)
• Weber School (Atlanta, GA)

A special mazal tov goes to this year’s 
winners:
Group A

• First prize: Jewish Community High School of the Bay
• Second prize: TanenbaumCHAT Kimel Centre

Group B

• First prize: Weber School
• Second prize: Kehillah Jewish High School

We hope that all RAVSAK high schools will participate in next year’s 
Shabbaton! To learn more, contact Elliott Rabin, RAVSAK’s Direc-
tor of Educational Programs, at erabin@ravsak.org.

This year’s Moot Beit Din Shabbaton and Competition, held in 
Denver on April 23-26, was the biggest and best ever.
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AVSAK’s motto is, “Our client is the Jewish future.” Our schools 
cultivate the Jewish future by imparting Jewish learning and instilling 

leadership skills in our students. But what does a leadership program 
look like? Is it a separate program, or an element of something already 

existing at the school? Does it take the form of a retreat that separates 
leaders from their peers, or does it plunge leaders into the fray and 

test their mettle? Have a look at five schools that take vastly different 
approaches to the task of nurturing student leadership.

Student Leadership Programs 
in RAVSAK Schools

One usually associates “Color War” with 
sports competition. A few students are 
captains and as a leadership opportunity, 
it is quite limited. However, at Herzl/
RMHA in Denver, Color War has evolved 
into a multifaceted leadership opportu-
nity, a cross-grade group bonding experi-

ence, and a program that draws alumni, 
former students who did not stay on 
through 12th grade, and the community 
in general to the final event.

Color War is four days of diverse compe-
titions ranging from the sublime (Judaic 

Challenge) to the ridiculous (peanut but-
ter facials); from the intellectual (solving 
an engineering problem) to the artistic 
(original song and dance); from the tradi-
tional (dvar Torah) to the secular (lip sync 
dramatization). These are just a few of 
the competitions, in addition to the usual 
sports one expects in a color war.

The program is massively complex and 
entirely student-run. This results in the 
emergence of various levels of leadership 
from the team captains down to the lead-
ership of particular teams for particular 
competitions. Most competitions bring 
together students from multiple grades, 
and some are specifically designed to 
bring the youngest students into high 
profile roles with the oldest students.

The final night is a community wide event 
that showcases what students can do with 
youthful energy in a very tight time frame 
on little sleep. ¿

Planning Color War Brings School Peace
¿ Herzl/RMHA
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Who will go out before them and who will 
come in before them, and who will bring 
them back so that the congregation of God 
will not be like sheep who have no shepherd? 
(Numbers 27:17)

Why do schools have student councils? 
What function do they serve, for the 
school and for its members? How should 
the officers be elected? These were ques-
tions the middle school students, the 
student council advisor, and the head of 
school at Heritage Academy discussed 
about five years ago. We decided that 
besides the responsibilities the student 
council would have for the whole school, 
it should also be a venue to develop stu-
dent leadership. That conclusion led to 
the question: What are the characteristics 
we should be looking for in our student 
leaders? Although many qualities were 
identified and highly regarded, the group 
focused on four: integrity, confidence, 
action-orientation, and communication 
skills. 

A threefold election framework was put 
in place. For two weeks prior to the 

election, each candidate designs, initi-
ates, and implements a tzedakah proj-
ect. These have included tutoring public 
school students, running Kabbalat Shab-
bat at the Jewish nursing home, clothing 
drives, and baking pies at a local soup 
kitchen. Each candidate, on Election 
Day, reports back on his/her tzedakah 
project. 

The candidate’s speech (Why you should 
vote for me) includes the candidate’s vi-
sion and plans. The third component is: 
the “moral dilemma.” One-at-a-time, in 
front of the voters, each candidate is pre-
sented with the same moral dilemma. It 
usually revolves around a realistic situation 
that might involve peer pressure situa-
tions, cheating on a test, plagiarizing a re-
search report, or Shabbat situations. The 
candidate responds to the moral dilemma. 
The voters score the candidates for the 
three parts of the process on a scale of 
1-5. The highest scorer for each Student 
Council position obtains the spot. 

There is great buy-in by the students 
into this process. They see it as more 

than a popularity contest; it outlines 
the key components of leadership and 
forces them to strive to achieve them. 
The speech highlights candidates’ com-
munication skills and confidence, while 
focusing the voters upon the content and 
message. The tzedakah project affords a 
glimpse into what the candidate sees as 
important. How action-oriented is this 
candidate? Did he/she do the work of 
the project, or did others? The moral 
dilemma gives a peek into the character 
and integrity of the student.

Past Student Council members have 
gone on in high school to serve on their 
student councils, to be editors of school 
newspapers, to organize school trips to 
Washington, DC, to protest the Darfur 
situation, and take on leadership roles 
in their synagogues and youth groups. 
We believe that at Heritage Academy 
we have a unique way of electing our 
Student Council members, and that the 
match of the process to the objectives 
has given our students an opportunity to 
grow and explore what leadership really 
means. ¿

Student Council as a Vehicle for 
Leadership
¿ Heritage Academy
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At Solomon Schechter Day School of Es-
sex and Union, the overall goal behind 
our Student-Leadership Shabbaton is 
to create a community of learners dedi-
cated to improving themselves and their 
school. We have run this leadership shab-
baton in order to attract current and as-
piring leaders within the school and push 
them towards greater levels of leadership. 
We spend time over the course of Shab-
bat encouraging these tenth- and elev-
enth-grade students to look at their own 
talents and see how they can improve 
as leaders among their peers and in the 

greater school community. Since it is our 
hope that the students on this shabbaton 
will take the skills home to SSDSEU, we 
ask them to fill out an application in or-
der to show their willingness and dedica-
tion to learn and grow. 

Over the past three years, our students 
have identified some terrific areas that 
they wanted to improve and have come 
up with some real action steps to help 
them move forward. While there have 
been many system-wide changes that 
have come out of this shabbaton, the 

one that we are most proud of is our All-
High School Community Service Day. 
During our brainstorming sessions three 
years ago, the students raised the idea 
of organizing more community service 
programs. Ever since, we have held our 
Community Service Day. It is completely 
student organized and run, with the fac-
ulty playing the role of participants and 
chaperones. Our students have traveled 
all over the county and have reached 25 
different organizations and have helped 
hundreds of people during this time. It 
truly is a wonderful thing to experience. ¿

Student Leadership Shabbaton
¿ Solomon Schechter Day School of Essex and Union

Student Leadership Programs in RAVSAK Schools
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The David Posnack Hebrew Day School 
developed a unique student leadership 
program last year called Jewish Life-Pa-
thing.  The program identifies the spark 
of light within each student and assists in 
cultivating that spark to ensure future suc-
cess as a leader.  The program allows us to 
recognize the individual strengths of our 
students and assists us in directing them 
to the right college, leadership and com-
munity affiliations.  Below is a letter from 
Ryan, one of our students.

“I’m always excited about a new com-
munity service project, and in my junior 
year, I became involved in a new program 
called Jewish Life-Pathing (JLP). JLP is 
a mentoring program that is intended to 
promote leadership and Judaism amongst 
students. It is truly a unique program be-
cause it gives older students (grades 8-11) 
the opportunity to teach/coach younger 
students (grades 1-6) in a wide range of 
activities in which they share a common 
interest. I had the privilege of being one 
of the three student captains that led the 
program from start to finish. I watched it 
grow from an idea to a highly successful 

and fulfilling mentoring program. JLP 
forever changed my appreciation and un-
derstanding of the term ‘leadership.’

“I’m not sure I had previously experienced 
the true burden of being a student leader. 
My captainship came with great responsi-
bility, the need for a personable attitude, 
and the requirement to put forth great 
time and effort. I learned that there are 
different types of leaders, and JLP taught 
me about the kind of leader that I am. I 
consider myself a silent but strong leader, 
one who leads by example. I may not be 
the loudest or most outgoing, but I always 
try to take a calm and amiable approach 
when working with others, especially one-
on-one. I feel that I can relate to different 
students because I do all that I can to get 
along with everyone I meet. I also learned 
that these are qualities that I can bring to 
a group of leaders. The other two captains 
and I worked extremely well together be-
cause we each brought something unique 
to the table. JLP was as successful as it was 
because of the immense participation put 
forth by all who were involved.

“Probably the most amazing thing about 
JLP was how it catered to the interest of 
so many different people. The coaches 
were able to participate in an activity they 
personally valued, and at the same time 
took on leadership roles and shared their 
experience with younger students. For 
me, the most fulfilling aspect of JLP was 
hearing from the students how much fun 
they had, and how much they learned ev-
ery JLP day. Hearing this made all the late 
nights, all the extra meetings, and all the 
time and hard work worthwhile. It was 
the greatest feeling having inspired others 
to be leaders as well.

“JLP was one of the most fulfilling leader-
ship roles I have ever held. It helped me 
grow to be the dedicated and hard work-
ing student that I am. I intend to be the 
same leader and team member in college. 
I can’t wait to share my experiences and 
start new ones in the exciting new world 
I’m soon to enter. Community service 
is something that I feel very passionate 
about. There are few greater joys than the 
one that comes with helping your fellow 
human beings.” ¿

Students Mentoring Students in 
Leadership
¿ The David Posnack Hebrew Day School



Austin Jewish Academy’s Knesset has des-
ignated the week of Purim as “Pay It For-
ward for Purim” week at AJA. The Knes-
set was motivated by the inspiring Pay It 
Forward movement, which is has swept 
the nation since 2000, following the re-
lease of the book by that title written by 
author Catherine Ryan Hyde. The prem-
ise of the novel rests on one person do-
ing an act of loving kindness for another 
person, without any expectation of being 
paid back.  Rather, the person requests 

that the recipient of that deed do some-
thing good for someone else. “It feels 
really great,” said Knesset President Max 
Krys, “to help our school community to 
become involved in this type of project. 
It’s so different from anything we’ve done 
before.”

The Knesset distributed two “AJA Pays It 
Forward for Purim” cards to each student 
and faculty member. As an act of kind-
ness is performed, the card is passed on 

to the recipient, who in turn, performs 
an act of kindness for someone else, and 
so on. The Knesset determined that the 
week of Purim would be a fitting time of 
the year in which to focus on the concept 
of giving, and the Jewish teaching from 
Pirkei Avot: Mitzvah goreret mitzvah: one 
mitzvah leads to another mitzvah. AJA 
hopes that this project will lead to simi-
lar projects both in the school community 
and beyond, and that it inspires others to 
focus on this meaningful giving concept. ¿

Pay-It-Forward Purim
¿ Austin Jewish Academy

[37]

H • הידיעון
aY

idion



Cultivating Administrators
¿ by Frances M. Urman

 to Become Heads of School
he headship can be a very challenging and 
highly rewarding position. In recent years, 

schools as well as other non-profit and commercial 
organizations have found it increasingly difficult 
to recruit senior leaders. The headship is in a state 
of crisis, largely precipitated by a number of semi-

nal factors:

1. The dearth of qualified school leaders. Both public and private schools across the 
nation report a shortage of qualified headship candidates. This situation will 
become more severe when, in some parts of the country, nearly sixty percent 
of principals and heads will retire or resign from their positions 
during the next five years.

2. The lack of a leadership pipeline. A systematic approach to supplying 
senior leaders has existed in some organizations for many years. 
These organizations identify high-potential candidates and develop 
their leadership competencies in anticipation of moving them up 
the “leadership pipeline.” In education, there is no such pipeline 
and leaders are rarely promoted from within their own schools. 

3. The short tenure of heads. A study in 2006 found that the average tenure of 
heads was three years. Qualified heads do not remain in their positions for 
extended periods of time, hence many schools are constantly in a state of tran-
sition. Therefore, the importance of cultivating administrators from within 
schools cannot be stressed enough to provide stability and continuity. 

Studies by The Center for Creative Leadership (CCL) indicate that serving as a 
leader today is more complex, requiring new approaches, new mindsets and new 
skills. The head of a school today must possess all of the skills of a CEO plus the edu-
cational background. A head of school needs to be an educational visionary; an in-
structional and curriculum expert; a psychologist; a community builder; a marketing 
and public relations guru; a budget analyst; and an overseer of legal, contractual, and 
policy mandates. Heads are expected to mediate the conflicting interests of parents 
and teachers, and they need to be sensitive to the widening range of student needs.

In order to effectively handle this multitude of challenging, varied responsibilities, 
the successful leader must possess distinct characteristics and abilities:

1. Developing people: Educational leaders empower teachers and other staff 
members to do their jobs effectively by providing professional development, 
intellectual stimulation and administrative support. 

2. Setting a vision for the school: Successful heads develop a shared vision and 
motivate followers by ensuring effective communication with all constituents.

3. Leading school change: Respected heads create positive and productive school 

cultures, and lead school change 
through successful strategic plan-
ning. 

4. Solving problems: Effective heads 
take risks and engage in efficient 
problem-solving and decision-mak-
ing. 

5. Working well with others: Efficient 
heads are self aware and build collab-
orative teams.

Research has shown that sustaining school 
improvement requires the leadership ca-
pacity of all, and that leadership should be 
distributed throughout the school. Dis-
tributed leadership offers more opportu-
nities to put more people into leadership 
positions, thereby increasing the potential 
number to rise to the top positions.

Time and resources must be set aside for 
this leadership development. Opportuni-
ties should be extended to high potential 
staff for continuous growth. 

There are at least three possible ways in 
which administrators can increase their 
leadership knowledge and skills.

1. To participate in a leadership devel-
opment program; 

2. To change jobs and assume increased 
leadership responsibilities; or 

3. To reshape a current position by add-
ing new challenges.

Frances M. Urman is Project 
Director of the Day School Leader-
ship Training Institute. She can be 
reached at frurman@jtsa.edu.
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Participating in a 
Leadership Development 
Program

In-service training or professional devel-
opment programs are available through 
many sources, including universities, 
school districts, county and state depart-
ments of education, professional associa-
tions, regional laboratories for-profit and 
non-profit organizations, and indepen-
dent consultants.

One such program, the Day School Lead-
ership Training Institute (DSLTI), is the 
only Jewish professional development 
program committed to training admin-
istrators to assume headships in Jewish 
day schools. This is a 14 month program 
consisting of two month-long summer 
residencies with three retreats during the 
intervening year. 

During the first phase of the institute, 
participants utilize a number of assess-
ment tools to understand their leadership 
style. A formal interview with their school 
supervisors focuses specifically on identi-
fying the candidates’ areas of strength and 
challenges. A 360° evaluation provides 
valuable feedback from supervisors, peers 
and direct reports in the sixteen funda-
mental skills that are essential for effec-
tive leadership.  With this data, the par-
ticipants create a personal developmental 
plan to be implemented in their schools. 
Each participant is assigned a personal 
mentor who provides support, resources 
and ongoing feedback. 

A necessary component of the growth 
process comes from experiencing chal-
lenges which take participants out of 
their comfort zones. These experienc-
es, coupled with effective support, al-
low participants to risk, learn and grow. 
Throughout the course of the institute, 
participants learn to think like heads of 
school through readings, case studies, 
simulations, problem-based learning 
and targeted exercises. The outcomes 
of the institute for participants include 
increased self-confidence and self aware-
ness, knowledge and skills acquisition, 

and transformational changes.

Ultimately, participants acquire a personal 
vision of Jewish educational leadership 
and gain a style that is grounded in self-
reflection and Jewish values.

Changing Jobs and 
Assuming Increased 
Responsibilities

Perhaps the most difficult way to assume 
a headship is to enter this position with-
out participating in a formal leadership 
development program. Such on the job 
training is not easy. Administrators who 

move up the ladder to a headship assume 
increased responsibilities and must learn 
new skills. To be successful in this scenar-
io, the new head must be buttressed by a 
support system. Educators or administra-
tors who rise to a headship must be sup-
ported in areas where skills are lacking. In 
such cases, it is helpful to have the avail-
ability of an effective board. Providing a 
leadership coach for the new head may 
also prove invaluable. 

Reshaping a Current 
Position by Adding New 
Challenges

[continued on page 53]



Encouraging Faculty
¿ by Roger Fuller

to Direct Change
here are several theories of leadership and 
change found in the popular and scholarly 

literature. Milken Community High School in Los 
Angeles faces the dilemma of trips and experiential 
learning just like any other day school in America. 

What trips are justified? What trips serve 
to extend the mission of the school? 

What happens to those who remain behind? 
How are such trips scheduled and what is the 
impact of that scheduling? This year, we have 
made a real attempt to answer these questions 
through advanced planning, creative problem 
solving, and changes in leadership paradigms.

In the book Leading Change, John P. Kotter writes about an eight step process 
of facilitating change. It was clear that Milken needed a change of process and 
a change of procedures.  While we did not create our change process modeled 
directly on Kotter’s categories, those provide a useful lens for reflecting upon the 
process within our school. 

Establishing a Sense of Urgency

The school has experimented with different ways to engage in social and experien-
tial education for its students, ranging from traditional Shabbatonim to “Intensive 
Days.” One essential dilemma always concerns how best to cover ongoing classes 
when faculty are either on a trip or Shabbaton. This is a dilemma for faculty, for 
students and for the administration, as instruction is interrupted, records regard-
ing coverage must be maintained, and inevitably there are conflicts among staff 
and faculty regarding who should go, who should stay, and who should cover. It 
was this unending interruption which created the urgency to develop a plan and 
process to meet multiple needs simultaneously. 

An important decision, made by the Principal of the Middle School, Dr. Sarah 
Shulkind, was to move Middle School trips to the week after Pesach vacation. 
While the primary reason for this concerned creating time for Middle School stu-
dents to engage in simultaneous trips to Washington, Israel and Catalina Island, 
this decision paved the way for subsequent change in the Upper School.

Creating the Guiding Coalition

In many ways the guiding coalition existed before the immediacy of a needed 
change. Faculty and administration had been talking about the issue of continued 
interruption for several years. However, under the leadership of the then Direc-
tor of Student Life, Mr. David Lewis, a group of teachers coalesced and began 
the visioning and dreaming process, including an afternoon retreat at my home 

where the vision was developed to bring 
trips and the benefits of travel into a sin-
gle week’s experience. At the same time, 
the group decided to experiment with 
Intensive Days, days when while one class 
might be having a Shabbaton experience, 

all other classes would also be engaged in 
experiential learning. 

Developing a Vision and a 
Strategy

Over the space of three years, the vision 
and strategy evolved and changed. The 
experiment with three days of Intensive 
Days solved the problem of class cover-
age and substitution, yet it also created an 
expectation that Intensive Days were not 
“school days,” and that attendance was 
optional. Additionally, Intensive Days 
required intensive planning, for the task 
of moving 600 students around the city 
of Los Angeles and its environs is, well, 
intensive. The demand to prepare three 
days of curriculum planning for three 
grade levels with appropriate logistical 
and instructional support was burden-
some.

It soon became apparent to the “Trip 
Week” committee that a dedicated trips 
week would be both easier to plan and 
easier to support, and would create the 
expectation that all students would be 
involved in some trip of some fashion. 
Using the Hebrew word tiyulim for trips 
then became both a focal point and a ral-

Roger Fuller has been the Up-
per School principal of Milken 
Community High School 
since 2000 and is complet-
ing his PhD in Leadership and 
Change from Antioch Uni-
versity. He can be reached at 
rfuller@milkenschool.org.
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lying point. Additionally, the framework 
of Tiyulim Week would involve a degree 
of student choice. The group also knew 
that the week after Pesach would be the 
time for Tiyulim Week as it provided ap-
propriate planning time and would serve 
to minimize the interruptions to ongoing 
instruction. There is no “formal” instruc-
tion during Tiyulim Week; however, the 
faculty gained a week of instruction by 
moving the trips week to post-Pesach.

Communicating the 
Change Vision

Decisions regarding moving Middle 
School trips was made in the 07-08 aca-
demic year. By spring, it was apparent that 
a change in how the school implemented 
experiential education was needed. As 
principal of the school, I held several 
meetings with the department chairs and 
faculty groups, and the urgency of the 
decision was discussed. It was necessary, 
for example, for the Athletic Director to 
move all games and practices in order to 
allow all students equal access to the tiyul 
being offered.

Empowering Employees for 
Broad-Based Action

While several of Kotter’s suggested steps 
for planning and change are important, 
this single step is the most important, 
and for us it happened in a rather for-
mal way. Like any school, authority and 
power tend to belong to the administra-
tion—a normal and expected reality. By 
September of 2008, it was apparent that 
experiential education planning was very 
important to two faculty members, Mr. 
Pavel Lieb and Rabbi Yechiel Hoffman. 

In October of 2008, I asked these two 
faculty members to present the plans 
and concepts and vision to the faculty 
as a whole, remarking that this was now 
their project. From that single moment, 
change began to occur in fascinating 
ways. The faculty began to develop cours-
es, they created talk among the student 
body, subsequent focus groups were held, 

and the plan was announced through the 
advisory program. 

Every teacher was asked if they wished to 
submit a course proposal. By this time the 
faculty and the student body had altered 
the strict definition of tiyul into the con-
cept of “course” which also contained a 
trip. Faculty ideas were reviewed by the 
Tiyulim Task Force, outlines were writ-

ten by the interested staff, and 
students were also invited to 

submit “course” ideas. This Task Force 
met several times to outline a change 
process and create appropriate timelines 
and guidelines for course and program 
development.

Generating Short Term 
Wins

After the teachers generated a workable 
plan, the next step was to present to par-
ents and the community, since after all, 
we were asking them to be involved in a 
different kind of learning for which they 
had to pay extra. This was an important 
framing concern—what would each tiyul 
cost? 

By January of 2009, we produced a 
course catalog and a web site so that all 
students and all parents could see course 
proposals. Given the idea that Grade 7, 8, 
and 9 were on class trips, that one third 
of grade 10 was in Israel, and that one 
half of grade 12 was on the March of the 
Living, we calculated that the tiyulim 
trips would service 250-280 students. We 
then asked students to sign up for Tiyul 
at approximately the same time that they 
were choosing classes in advisory for next 
year. The process involved bringing the 
concept of “signing up” into the same 
chronology. To help facilitate all this, we 
developed a database in FileMakerPro 

which could track sign ups,registrations, 
and money paid.

Because in most cases, students were giv-
en a range of choice about tiyulim, their 
buy in increased, and an elective process 
ensued. The range of tiyulim being of-
fered was large, from a student-led initia-
tive for Habitat for Humanity, to a teach-
er-led initiative about understanding the 
role of Judaism in the writing of comic 
strips, to other teacher-led initiatives on 

exploring the Santa Monica mountains. 
One tiyul was restricted to students who 
are taking a unique integrated and inter-
disciplinary course in American Studies, 
and three tiyulim were canceled due to 
low enrollment. The total program in-
volves 800 students in six grades with 
trips being offered to Israel, Washington, 
Catalina Island, and the local Los Angeles 
area.

Anchoring New 
Approaches in the Culture

As the program begins, as the program 
continues, and as it develops in the fu-
ture, the real beneficiary is the culture of 
the school. The faculty has learned that 
they can envision, articulate, and imple-
ment change in programming on several 
different levels. Despite the perceived 
mythology of the principal’s role in 
school leadership, there are clearly times 
when standing aside is the most beneficial 
aspect of good leadership. In many ways, 
the school has learned a “self-organizing” 
principle discussed by Wheatley (2000) 
as she writes, “If we are to develop or-
ganizations of greater and enduring ca-
pacity, we have to turn to the people of 
our organizations. We have to learn how 
to encourage the creativity and commit-
ment that they wanted to express when 
they first joined the organization.” ¿

Despite the perceived mythology of the 
principal’s role in school leadership, there 

are clearly times when standing aside is the most 
beneficial aspect of good leadership.



Women’s Leadership
¿ by Abby Sosland

in Day Schools

Nurturing

riting an article entitled “Nur-
turing Women’s Leadership in 

Day Schools” is a bit more compli-
cated than it might seem. While 

many of the top leaders in Jewish 
education today are happy to dis-

cuss the issue, a number of 
women declined to have their names includ-
ed in this piece and only spoke “off the record.” 
Even in 2009, when gender issues seem like a 
thing of the past, talking about women’s is-
sues—in any area of Jewish professional life—
still doesn’t feel safe to some people. Women 
fear complaining aloud; nobody wants to be 
labeled a “troublemaker.”

What exactly is going on? The position of women in day school leadership is 
better than it has ever been; women are well represented at the top tiers of edu-
cational leadership. According to the AVI CHAI Foundation’s 2007 survey of 
day school principals, nearly half (45%) of the principals of US day schools are 
women—a percentage that includes the Orthodox day schools, which are almost 
exclusively run by men.

In addition to the statistical reality, there is a clear consensus among much of the 
day school leadership that women’s voices are necessary in the highest rungs of 
Jewish educational institutions. Dr. Elliot Spiegel, headmaster at Solomon Schech-
ter Day School of Westchester, stresses the importance of having a multiplicity of 
voices around the table. “Men and women have a different approach to everything: 
to leadership, to education, to G-d. After 40 years in this profession, it’s remark-
able how noticeable [that] is when you sit around a table with women and men.” 

Still, the AVI CHAI report shows that an important imbalance among principals 
remains. 

Gender is a powerful factor in salary determinations, with women principals 
being paid significantly below what men earn… In their first year of service 
at their current school, no men earned below $60,000, while 10% of the 
women did. At the other end of the pay scale, there were men who earned 
above $180,000 in their first year, but no women. Ten percent of first-year 
women are in the three highest salary categories of $120,000 or above. The 
comparable statistic for men is nearly 40%. For principals who have served 
between 5-10 years at their present school, one-quarter of the women were 
paid above $120,000, while for men the figure is close to 60%...There can 

be no question that gender is a 
major factor in what principals are 
paid. 

While great strides have been made, the 
financial glass ceiling has yet to be bro-
ken. 

Yet the people I spoke with who are 
concerned about women’s roles in day 
schools do not spend much time com-
plaining about the financial disparity. On 
a day-to-day basis, few people know what 
their colleagues are making. Instead, 
what they describe is a more subtle, nag-
ging feeling of inequality, one that is not 
so easily articulated but that permeates 
the workplace. 

Dr. Marc Kramer, Executive Director 
of RAVSAK, has noticed that men and 
women tend to end up in different roles, 
despite the appearance of high participa-
tion by women at the highest levels of 
educational leadership. High schools are 
mostly headed by men, while most of 
the lower schools are headed by wom-
en. “Schools function in loco parentis,” 
says Kramer. “The parent for which the 
school is serving proxy for in the lower 
school is Mommy. In the upper school 
it’s Daddy.” Women tend to be in the 
“caring profession” side of education—
as teachers, department chairs, even prin-
cipals—rather than the business side of 
education, as financial officers or heads 
of schools. “It’s like the difference be-

Rabbi Abby Sosland is on the 
Judaic Studies Faculty at Solo-
mon Schechter High School of 
Westchester. She can be reached 
at RabbiSos@aol.com.
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tween doctors and nurses. Doctors cure 
and nurses heal.” 

Kramer also worries about the reality 
that women in the Jewish community 
are being at once encouraged to grow as 
leaders, and not to abandon pre-assigned 
family roles. Several women report that 
their schools have not opened up to dif-
ferent models of work/life balance, and 
there is still, in many places, an expec-
tation to work around the clock. 
Penina Grossberg, educational 
consultant, suggests that nurtur-
ing women’s leadership would 
mean creating new styles of accept-
able leadership. “We would create multi-
ple constellations of professional options; 
look at the responsibilities and figure 
out how they could get done, instead of 
looking at the way the previous person 
worked and copying that. Just because 
someone worked 24/7 doesn’t mean 
we all should.” And she argues that this 
model is important for the larger com-
munity as a whole. “The best teachers 
are also learners. If you expect the profes-
sional leaders to neglect their family life 
and to show up at every meeting at their 

own personal expense, then what are you 
modeling for your students and for your 
communities?”

In some schools, women describe a 
sense that they are thinking in new ways 
about the work and the school systems, 
but they are having trouble getting their 
voices heard. Even when they do sit 
around the table, they feel reluctance 

among male colleagues to con-
sider new perspectives, and some 

report that traditional stereotypes of 
men and women are still at play around 
boardroom tables. When women put 
forth new ideas, they are often described 
as aggressive, while men in the same situ-
ations are often celebrated for their inno-
vative spirits. As one educator explains, 
“A young guy with commanding ideas 
fresh out of school is seen as confident 
where a woman might be seen as pushy 
and arrogant.”

In addition, several women described 
their sense that the path to the top re-
quires far more time for them than for 
their male colleagues. One woman, a 
Judaic Studies department chair, re-
ported that she has seen a number of 
men catapulted into leadership positions 
after only a few years in the classroom, 
whereas women seemed to need to “put 
in their time” in the classroom for many 
more years before climbing up the insti-
tutional ladders. 

Despite these reports of disparity, both 
men and women agree that building 
gender equity must be a crucial piece 
of a Jewish educational vision, as young 
men and women learn from the models 
they see in their own schools. Dr. Spie-
gel claims, “The question is really: how 
do we nurture women’s leadership for 
twenty years from now? We have to nur-
ture the idea of female leadership, giving 

Several women described their sense that 
the path to the top requires far more time 

for them than for their male colleagues.

[continued on next page]



RAVSAK: The Jewish Community Day School 
Network is a non-profit entity, organized under 
IRS Code 501 (c)(3). In order to provide outstanding 
support and leadership to Jewish community day 
schools and the over 30,000 children they serve, 
we rely on the generosity of those dedicated to 
the future of the Jewish People.

Charitable contributions to RAVSAK are tax 
deductible to the fullest extent of the law. All 
donations to RAVSAK are acknowledged with a 
Donor Recognition card.

Now, more then ever before, does your 
support of RAVSAK matter. Lead from 
the leading edge. Give to RAVSAK.

Please contact our National Office, visit 
www.ravsak.org and click the “Support 
us” button, or simply send your check 
made payable to RAVSAK to:

RAVSAK

120 West 97th Street

New York, NY 10025[44]
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women the authority, the prominence 
and the responsibility, so that they are vis-
ible in all areas of the school setting, from 
the classroom to the administration.” 

Of course, recognizing the problem is 
a good first step. Rabbi Joshua El-
kin, executive director at PEJE, 
recommends that the Jewish 
institutional community create 
a research agenda about wom-
en’s roles in Jewish day schools. 
In each community, questions should 
be asked about the perception of ineq-
uity, since what feels like equal treatment 
differs by population, even in the same 
school setting. Such a survey might in-
clude questions like: 1) Are both genders 
represented around the table? 2) Is there 
only one model of leadership, or are dif-
ferent models encouraged? 3) When dif-
ferent or uncomfortable ideas are voiced, 
are they pooh-poohed or are they wel-
comed into the conversation?

Shifra Bronznick, founding President of 
Advancing Women Professionals and the 
Jewish Community, says that it’s hard 
for people to look honestly at their own 
communities, but it is an imperative ele-
ment of creating lasting change. “Most 
people want to justify the system. I don’t 
buy into the idea that ‘if that’s the way it 
is, that’s the way it should be; there must 

be a reason.’ Instead, ‘the system is off… 
there may not be a good reason.’” 

In the book she wrote with Didi Golden-
har and Marty Linsky, Leveling the Play-
ing Field: Advancing Women in Jewish 
Organizational Life, Bronznick and her 

co-authors suggest that one of the 
keys to building gender equity is 

opening paths to develop new leadership. 
They propose a number of steps to take in 
this process. 

1. Create a structure for scouting and 
developing talent

2. Cultivate a professional learning en-
vironment

3. Seek opportunities for showcasing

4. Add coaching and mentoring to the 
menu

Their suggestions include ways to make 
career advancement more equitable, 
by identifying talented professionals in 

an institution and encouraging them 
to articulate the skills they would like 
to develop. Leaders should invite high-
potential women to important meetings 
as observers and look for “stretch” op-
portunities for women in the field, such 
as leading a special project or new com-
mittee, or participating in a cross-depart-
mental strategy team.

It is certain that the Jewish community 
has made progress in building gender 
equity in the last decades, but there 
is still work to be done. Perhaps most 
important is to make it safe for our col-
leagues to offer institutional critique 
without fear of retaliation or subtle in-
timidation. ¿

Editor’s note: In 2006, RAVSAK was the 
only day school network to take part in The 
Conference on Change, a retreat focused 
on Jewish women, Jews of color, and LGBT 
Jews. Since then, we have dedicated entire 
issues of HaYidion to issues of diversity and 
equity and are proud to note that in this 
issue of HaYidion on leadership, 11 of 17 
feature articles are written by women.

[continued from previous page]

Several women report that their schools have 
not opened up to different models of work/

life balance, and there is still, in many places, an 
expectation to work around the clock.
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Nurturing the
Leader Within

¿ by Sue Einhorn

had been a Jewish educator for 
over twenty five years, thrilled 

and satisfied to be in the class-
room as a middle school teacher. 

Journeying along an incredible path 
in Jewish education, my life was 

transformed five short years 
ago, when the principal of my school (Green-
field Day School in Miami) offered me the op-
portunity to participate in Project SuLaM, a 
program presented by RAVSAK and sponsored 
by AVI CHAI. It was a professional development 
program that was specifically directed to gen-
eral studies school leadership looking for a rich 
and meaningful Jewish experience. I took that 
opportunity and nothing since has been the same in my 
life. It takes insightful leadership to recognize the poten-
tial of those working closely with you. As a result of this, I 
quickly learned that when the road to learning is shared, 
an inspired and committed community can develop.

A valuable asset to Jewish education is a compassionate and skilled staff. Sherry 
Blumberg states (Jewish Educational Leader’s Handbook) that the focus of a 
school is learning, of which the staff must be a part of, both as individuals and as 
participants in a team. I have found and absorbed, as Ms. Blumberg states, that the 
purpose of professional development is not only to enhance pedagogical skills and 
Jewish content knowledge, but also to assist in improving the culture of the school 
as the staff become participants 
working together to ensure 
the continuity of Jewish life. 

Once a philosophical vision 
is developed, the head of 
school has the power to lead the staff 
in the direction that will help make 
this vision a reality. Professional development is a productive and powerful tool 
that can facilitate this vision. School leadership must be aware of the fact that they 
are forging a path to develop teachers, and that teachers need time and encour-
agement to think about teaching. 

Research on the effect of professional development suggests the expansion of a 

common language for teachers to exam-
ine curricular issues, texts, and the need 
for peer mentoring. Change is slow and 
progressive as educational knowledge is 
shared. Robert Marazano (2003) indi-
cates that the effectiveness of the individ-
ual educator and the school dramatically 
affects student achievement. A school’s 

leader knows that it is his/her respon-
sibility to the teachers and students to 
model an inquisitive style of leading. 
There is a shift toward a collaborative 
model of professional development prac-
tices, allowing for faculties to function 
as effective learning communities. The 
trend toward peer coaching, action re-
search, and mentoring are all part of the 
model for teacher-led professional devel-
opment.

As the president of the Principal’s Asso-
ciation Council in Miami, Greenfield’s 
principal Dr. Lee Binder presented Proj-
ect Day School Excellence to our faculty 

this year. She created the opportunity 
for the teachers to learn alongside their 
students about the school’s technology 
program. Each teacher participated in a 
year-long program empowering them to 
be more technologically knowledgeable, 

Sue Einhorn is the middle school 
director of Greenfield Day School 
in Miami. She can be reached at 
seinhorn@greenfieldschool.com.

The head of school has the power to lead 
the staff in the direction that will help 

make vision a reality.
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while creating consensus to implement 
peer to peer training. She formed a 

leadership team to provide a way 
for teachers to become increas-

ingly accomplished instructors for the 
benefit of the students. In her words, 
“Using this forum for professional devel-
opment validates Stephen Covey’s prin-
ciple…begin with the end in mind. This 
process has helped our faculty evolve into 
stronger teachers and stronger leaders on 
their educational journey.” 

When I came back to school, after the 
first summer course with SuLaM, Dr. 
Binder gave me room to soar. She en-
couraged my enthusiasm and sharing 
my experience with others. I recog-

nized, however, that I could not cre-
ate change personally without a seri-
ous commitment to becoming a leader 
myself. With support from The Central 

Agency for Jewish Education in Miami, 
teachers were being offered an opportu-
nity to attain a master’s degree in Jew-
ish Studies. Once again being assisted by 
my local community, I worked for a year 
and a half and have successfully achieved 
my goal. 

Along the way have been other oppor-
tunities for professional development 
which have nurtured my growth as a 
leader. Through RAVSAK I recently 
participated in a training program on 
social justice. Attending RAVSAK’s an-

nual conference and learning from top 
educational leaders in the world of Jew-
ish education has been invaluable. This 
summer I will be a participating Fellow 
in the Day School Leadership Train-
ing Institute in New York at the Jewish 
Theological Seminary.

In the 1969 song “He Ain’t Heavy, He’s 
My Brother,” the lyrics state: “The road 
is long with many a winding turn that 
leads us to where, who knows when…
His welfare is of my concern...no bur-
den is he to bear… We’ll get there for 
I know he would not encumber me…
It’s a long, long road from which there 
is no return… While we’re on the way 
to there why not share…and the load 
doesn’t weigh me down at all.” I know 
for certain: if it had not been for the 
vision of my principal to see the leader 
within me, nurturing the seeds of leader-
ship within, I may not have been given 
these vast opportunities. In her wisdom, 
she knew it would not impede her and 
only benefit our learning community and 
our children. On the shoulders of others 
have I been uplifted so that I might “pay 
it forward.” How fortunate am I! ¿

The purpose of professional development 
is not only to enhance pedagogical skills 

and Jewish content knowledge, but also to 
assist in improving the culture of the school as 
the staff become participants working together 
to ensure the continuity of Jewish life.



for the Board of Trustees
¿ by Cheryl R. Finkel

Nurturing Leaders

t Jewish weddings and happy occasions, watch 
the group psychology of the circle dance. There 

are some people who need to be at the center…
Some shuffle about in the middle, 

happy to be part of the fun with no 
need to attract attention. Others 
hover at the margins and will 

not join. They just want to watch. And on every 
dance floor there is a person in the circle who 
looks around the room identifying those on the 
margins, outstretches his or her arm, and invites 
person after person to be part of the circle. That’s 
the leader. (Erica Brown, Inspired Jewish Leadership)

This positive and joyous image—a dancer celebrating Jewish life and expanding 
the circle to include more and more dancers—provides a simple definition of 
the kind of empowering energy we need in the leaders of our Jewish day school 
boards of trustees.

How do such people know they are needed at that moment? Where do they get 
that sense that they should “get things going” more intensely and that courage to 
take action? Did someone actively nurture their awareness, their vision, and their 
ability to inspire? 

If the leaders of the dance can be actively developed, can we also nurture trustees 
who can look at their school boards, see what’s going well and what’s missing, and 
then take energetic and inclusive steps toward greater achievement?

Of course we can. Let us take a look at some of the informal and formal ways we 
can develop board leaders.

Scouting for Talent—the Job of Every Jewish Leader

In an informal way, all dedicated leaders of the Jewish community are busy 
searching for talented Jews of all ages. They are keeping their eyes open lo-
cally and nationally, getting to know who might like to get more engaged, 
matching institutional needs to individuals’ interests and skills. They include in 
their own leadership practice the responsibility for developing outstanding col-
leagues and successors, for nurturing Jewish life by mentoring the professional 
and volunteer leaders who will ensure that Jewish day schools and other key 
institutions of Jewish life will be well governed and well managed. These are 
the leaders who encourage young people in their teens and twenties to pursue 
careers as teachers, rabbis, or other Jewish communal workers. They are also 
the people who introduce themselves to newcomers and encourage them to at-

tend an event or volunteer for a worthy 
cause—all the while keeping an eye on 
them for potential leadership ability.

These individuals know that engaging 
Jews in communal life and service in-
spires them to reach their fullest poten-
tial and creates the most vibrant kind of 
community. Like the leader in the circle 
dance, they know there is room for all in 
the Jewish circle and that the dancing of 
each one increases the joy of all.

No one appoints these talent scouts. 
Theirs is not a formal assignment. Yet 
there is simply no substitute for the cour-
age and chutzpah of leaders who con-
tinuously recruit and mentor new lead-
ers of the Jewish community. Once they 
have you engaged, they are the people 
who guide you through ethical dilem-
mas; who stand by you saying, “We will 
get through this crisis together”; who go 
with you to ask for a critical donation or 
to confront a formidable opponent. They 
are also the ones who are not afraid to 
confront and challenge you to reach your 
own potential. 

I have been blessed by the teaching of a 
number of such mentors and have also 
seen the impact of their guidance on a 
generation of board leaders in my home-
town of Atlanta. Everyone they touched 
has served with greater dedication to 
Jewish life and with the desire to follow 
their example and nurture others.

Cheryl R. Finkel is Senior Con-
sultant for the Partnership for 
Excellence in Jewish Education 
(PEJE). She can be reached at 
cheryl@peje.org.
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The Committee on 
Trustees: Formalizing 
Talent Search and 
Development

A board’s most important asset may well 
be an effective Committee on Trustees 
(also called the Governance Committee), 
because it officially harnesses the power 
of informal talent scouts and mentors. 
The Committee on Trustees creates and 
maintains a board with the right combi-
nation of personal qualities, skills, and in-
terests to govern and to help the school 
fulfill its mission. Think of this commit-
tee as the board’s personnel or human 
resources department. It is continuously 
scouting for prospective talent, screening 
out false leads, selecting the best, getting 
to know them through non-board as-
signments, and lining them up for future 
openings. When prospective trustees are 
invited to join the board, this commit-
tee explains what trustees are expected 
to do and how the board will support 
their leadership development. This will 
include an orientation and an induction 
process with buddies or mentors to help 
new trustees get started and grow.

Is this different from what school manag-
ers do when they hire, orient, and support 
outstanding educational and operations 
staff? It is exactly parallel except that the 
Committee on Trustees offers no salaries. 

Thinking of board service as an unpaid 
job with training, support, and perfor-
mance evaluation reframes less-demand-
ing concepts of the trustee volunteer 
role. I believe this willingness to ask and 
expect a lot of trustees is critically impor-
tant and well supported by the fiduciary 
duties that actually bind board members 
under the law.  

What Do We Mean by 
Leadership Potential?

Before “hiring” trustees, it’s important to 
get to know them and observe their volun-
teer style. Try them out in non-board roles 
or as a member of a board committee.  

Each board will be looking for trustees 
with the particular skills, experiences, and 
backgrounds needed to fulfill its current 
strategic goals. At the same time, every 
desirable trustee will bring a collection of 

positive personal characteristics from the 
following clusters:

• Self-understanding and confidence 
Look for people with personal 
integrity; demonstrated commitment 
to the school’s mission and vision of 
Jewish education; the ability to form 
and articulate a thoughtful perspec-
tive; willingness to take personal 
responsibility; self-control; self-aware-
ness; initiative; optimism; resilience.

• Interpersonal relationships 
Look for empathy and respect; the 
ability to read another person’s so-
cial signals; ability to communicate 
thoughts and feelings; active listen-
ing skills; appreciation of diverse 
backgrounds and styles.

• Interpersonal leadership skills 
Look for skill in decision making; 
group processing; mediation; man-
aging conflict; giving and receiving 
feedback.

• Organizational leadership skills 
Look for the ability to plan a course 

[continued on page 55]



Successful Fundraising
¿ by Eva E. Aldrich

The Board Member’s Guide to

or nearly two decades, my life has revolved 
around educational institutions. I’ve been an 
educator, a consultant working with indepen-

dent schools and private colleges and universi-
ties, and a member of the boards of several non-
profit educational programs. Currently, I teach 

board members how to help grow philanthropic 
sustainability through our course “Purpose-
ful Boards, Powerful Fundraising” at The Fund 
Raising School at the Center on Philanthropy 
at Indiana University.

While there are a number of excellent resources for board members 
who want to understand better the key role they play in fundraising, 
sometimes advice from those who have “been there, done that” can 
offer a real boost to jumpstarting your own potential. With that in 
mind, here’s some real-world advice from a real-world fundraiser and 
volunteer who knows what you’re facing and wants you to succeed in raising 
money for your school—and to have fun while you’re doing it!

1. Fundraising is about relationships and shared visions. Most of the time when 
board members say they don’t like to fundraise, it’s because they don’t have 
a clear idea of what fundraising is. At heart, it’s an opportunity to grow 
relationships with people—people who then naturally want to support your 
cause because they share your school’s vision.

 Remember that when you’re raising funds for your school, you’re not “sell-
ing” a product or asking someone to do something they don’t want to do. 
You are building a relationship that is based on shared values between your 
school’s mission and the world that the donor wants to help bring into 
being. That’s a very powerful proposition—and something that all board 
members can be proud to be a part of.

2. There’s more to the fundraising process than simply asking for money. Too 
often, when board members hear the word “fundraising,” they fixate on the 
act of asking for money. There’s a lot more to fundraising than that. As an 
example, take a look at the following activities. Which would you be willing 
to do to help your school?

a. Identify people who might be able and interested in making a gift to 
your school.

b. Invite a few people you know to your home to learn more about your 
school’s mission, vision, and programs.

c. Help out with school fundraising events.

d. Talk to your friends, business 
associates, and others about 
your school and why you sup-
port it.

e. Make a presentation at a local 
service club about the educa-
tional excellence of your school 

and its programs and values.

f. Write a thank-you note or 
make a thank-you call to some-
one who has given a gift.

g. Personally update a donor on 
the good his/her gift has done 
and why your school is stron-
ger as a result.

 If you are willing to do any of the 
above or any similar sorts of activi-
ties,  then congratula-
tions—you’re a volunteer fundrais-
er! Because you are helping nurture 
the relationships that will grow into 
donations for your school, you are 
an active participant in the fundrais-
ing process. 

 I’d challenge you to push your 
comfort zone. Take on more and 
more of these activities, and soon 
you’ll have the confidence to help 
your school when it comes to ask-
ing, too.

3. If you want others to give, lead 

Eva E. Aldrich, M.A., CFRE, is As-
sociate Director for Public Service 
and The Fund Raising School at 
the Center on Philanthropy at 
Indiana University. She can be 
reached at ealdrich@iupui.edu.
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by example. As a board member, 
you’re a leader of your institution, 
and others will follow the example 
you set, particularly when it comes 
to giving. So you need to set the bar 
high for the board as a whole and 
for yourself as an individual if you 
want your school to have fundrais-
ing success. 

 In practical terms, this means:

a. Every member of your board 
has to make a gift. No excep-
tions. Nothing less than 100% 
participation by the board in 
your annual fund (or in other 
major fundraising efforts like 
capital campaigns) is accept-
able. If the volunteer leaders 
of your school won’t give, why 
should anyone else?

b. Every board member should 
make a gift that is signifi-
cant in comparison to his/
her means. Nobody expects a 
school teacher on your board 
to make a gift that’s the same 
size as that of a local captain of 
industry. But both the school 
teacher and the CEO need to 
make gifts that are comparable 
in terms of the amount of fi-
nancial sacrifice required. In 
deciding what constitutes an 
appropriate size for your gift as 
a board member, use the fol-
lowing guidelines:

i. Is your gift one of the top 
three that you make annu-
ally? As a volunteer leader, 
your gift to your school 
needs to be at the top of 
your personal giving priori-
ties.

ii. Is your gift large enough 
that it’s not a decision 
you can make yourself? If 
your gift is of a size that 
you need to talk with your 
spouse, significant other, 
or other family members 

because it represents a sub-
stantial philanthropic com-
mitment for you, then it’s 
probably in the right range. 

Another reason why every 
board member needs to make 
a significant gift: knowing that 
you’ve given the best gift that 
you can makes it a lot easier 
to ask others to give to your 
school. After all, you’re not 
asking anyone to do anything 
you haven’t already done your-
self.

4. Continue to educate yourself about 
fundraising. There are a number of 
marvelous resources out there for 

board members who want to under-
stand better the key role they play 
in fundraising. In addition to infor-
mation and training opportunities 
available through The Fund Rais-
ing School and the Center on Phi-
lanthropy’s website (www.philan-
thropy.iupui.edu), be sure to check 
out information from BoardSource 
(www.boardsource.org). Their pub-
lications offer sound, solid, easy-to-
read advice regarding how board 
members can maximize their effec-
tiveness as volunteer fundraisers.

 Also, don’t limit yourself to print 
resources. Other resources at your 
doorstep include:

[continued on next page]
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[continued from previous page]

[continued from page 29]

Successful Fundraising

Jewish Innovation

a. The chief fundraiser at your 
school. Ask him/her about how 
you can play an active part in rais-
ing the money your school needs. 

b. Other board members—both at 
your school and in your commu-
nity. Find out who has fundraising 
experience you can learn from. 
Network and share experiences so 
you can learn from each other.

c. Your local chapter of the Associa-
tion of Fundraising Professionals 
(you can find your local chapter 
at www.afpnet.org). You don’t 
have to be a fundraising profes-

sional to attend AFP’s informa-
tive programs on fundraising. 

d. The National Association of 
Independent Schools and the 
Council for Advancement and 
Support of Education. Check 
out their respective websites at 
www.nais.org and www.case.org 
to see what resources they have 
that may be of help.

 And be sure to request your school 
to provide continuing education for 
your board on fundraising—and 
make this continuing education a pri-
ority. Learning by doing is good, but 
learning by doing when it’s support-

ed by sound training is faster—and 
yields better results!

5. Above all, enjoy the process. Fund-
raising for your school is a chance to 
learn and achieve success—for your-
self and your school. Work hard at 
your volunteer fundraising respon-
sibilities, enjoy the relationships you 
build along the way, and take pride 
in the fact that the dollars you raise 
today are building a brighter and 
stronger tomorrow for your school. 
You’re making the vision you believe 
in manifest itself in a very real way 
through your school’s success—and 
that’s a lasting legacy both for you 
and for future generations. ¿

brew school experience that was done unto 
them.  Children of the emergents grow up 
celebrating the full cycle of the Jewish year, 
absorbing Jewish values, and seeing Jewish 
learning all around them.  Jewish life is ev-
eryday life.  To them Judaism isn’t drudge-
work your parents force you to do, it’s ac-
tually all the fun you are supposed to have 
when you get to have a holiday celebration 
every single week.  As was overheard a few 
years ago from the backseat of a mini-van 
by a carpooling mother (herself a day school 
alumna) about a thriving spiritual commu-
nity startup in Los Angeles:

Kid One: “Do you go to IKAR?”

Kid Two: “What’s IKAR?”

Kid One: “It’s like Hanukkah, but all 
year long.”

Kid One lives in a fertile environment for 
Jewish innovation, partially because of Jew-
ish knowledge investment spanning a gen-
eration.  Jewish institutions have provided 
educated, motivated and passionate Jews, 
some of whom are leaders in the Innovation 
Ecosystem.  But what if day schools actually 
became centers for innovation themselves—
think Junior Achievement for Jewish social 

entrepreneurs.  Students, like the ones from 
the Lev Foundation example above, would 
graduate from high school with a sense that 
not only was their Jewish communal des-
tiny in their own hands, but that they had 
the skills and knowledge to chart their own 
course as adults.

Imagine a high school program that encour-
ages teams of students to launch their own 
public benefit organizations—to answer a 
pressing need in their immediate commu-
nity, to tackle a problem facing their city, 
or even to take on an issue with national 
relevance.  In addition to teaching social 
responsibility, this kind of program would 
educate young people with the real skills 
to become effective Jewish lay-leaders and 
professionals in later life.  Mentors and com-
munity leaders could be enlisted to provide 
coaching and planning skills.  Community 
organizing, cause-related marketing, and 
nonprofit fundraising all could be taught in 
a framework that empowers and challenges 
young adults to see themselves as not just 
having a voice, but also possessing the pow-
er to change the world for the better.

Ultimately most education is about a simple 
process: invest young people with knowl-
edge capital and motivate them to do well 
for themselves and for the world.  We plant 

seeds and hope those seeds will grow into 
trees that bear fruit.  The actual results take 
years to materialize.

What have we learned from the years of 
Jewish knowledge investment and the pro-
liferation of new social ventures led by its 
beneficiaries?  First, it worked; fair to say 
we’ve advanced from hypothesis to solid 
theory on how to develop committed and 
educated Jews.  Second, we need to keep 
investing in the day school and other learn-
ing program graduates long after they stop 
being students. The Jewish innovation sec-
tor is the applied science laboratory where 
all that educational pure research is being 
turned into successful products.  There is 
no reason why Jewish schools can’t also 
become laboratories for innovation.  And 
third, as the Jewish community is going 
through crises internal and external, some-
times it makes sense to keep moving for-
ward with an investment strategy that has 
a proven track record.  As our community 
casts about for solutions to problems of 
Jewish identity and literacy, juggling ur-
gent needs with long-term challenges, put-
ting money into Jewish day schools and 
youth education is like choosing T-bills as 
the Jewish philanthropic vehicle of choice.  
That investment may take a while to ma-
ture, but it sure pays in the end. ¿
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[continued from page 15]

Making a Demanding Job More Manageable

[continued from page 39]

Cultivating Administrators
 

It is not necessary to attend a leadership 
development program or to seek a new po-
sition in order to improve leadership skills 
and abilities. An additional way to cultivate 
new heads is through developmental assign-
ments. It is possible for educational admin-
istrators to remain in their current positions 
and develop their leadership abilities by 
taking on new and different assignments. 
Research at CCL indicates that challenging 
assignments are a major source of leadership 
development. When managers and execu-
tives are asked to describe key developmen-
tal experiences in their careers, 50 to 70% 
of the experiences they describe are chal-
lenges encountered in their responsibilities 
at work. In such instances, administrators 
are able to increase their skill set and build 
confidence in new areas of management. 

For those who seek to improve their lead-
ership skills, there are several strategies for 
taking on new challenges. However, what 
is most important is finding the right chal-
lenge. Ask yourself what skills or behavior 
do you want to develop. What are your 
strengths and which are the areas to be de-
veloped? 

• Take on temporary assignments 
by trading responsibilities with a 

trusted colleague;

• Reshape your job by talking with your 
boss about new responsibilities that 
could be delegated to you;

• Take on responsibilities that are cur-
rently falling between the cracks; and 

• Seek challenges and leadership experi-
ences outside the workplace in social, 
religious or professional organizations.

When taking on new challenges, it is im-
portant to be realistic. It may be necessary 
to drop some current responsibilities.

For heads who seek to develop leadership 
talent within others, development begins 
with a fair and accurate appraisal of cur-
rent strengths and weaknesses as well as an 
awareness of the competencies required for 
moving forward. It is necessary to allocate 
about eight hours per year to develop each 
direct report. 

There are three things that successful heads 
do to develop others. 

They delegate important tasks and deci-
sions. They brainstorm with their direct 
reports about tasks not being done and 
out-of-comfort-zone responsibilities. Pro-

viding challenge and opportunity builds 
skill, experience, and confidence. As a re-
sult, effective leaders surround themselves 
with talented people.                                   

They focus on feedback.  Successful heads 
communicate both expectations and re-
sults. Feedback should be accurate and 
balanced and come from multiple people 
including direct reports and peers. 

They motivate, and reward hard work and 
dedication to excellence. They willingly ex-
plain, answer questions and patiently listen 
to concerns. They give the people that work 
under them the opportuni5ty to aspire to 
bigger and better things. They help them 
expand their perspectives so that they can 
better judge for themselves what the head-
ship is about and if this is the job for them.

Cultivating administrators and develop-
ing a leadership pipeline for the headship 
of Jewish day schools is a highly significant 
task due to the imminent retirement of 
the baby boomers and the lack of trained 
heads. The importance of this vital leader-
ship role cannot be underestimated. Heads 
have the responsibility of educating future 
generations of leaders in Jewish literacy 
and values, and religious purposefulness 
and practice. In fact, the continuity of Jew-
ish peoplehood may depend on it! ¿

ing the hiring and firing of all staff and all 
admission decisions). The board can cer-
tainly offer its wisdom and perspective for 
the head to consider, but the board must 
restrain itself from public disagreement 
with the head’s operational decisions. 
Board member parents with a particular 
concern to discuss with the head should do 
so privately, with the board hat removed.

The annual review of the head’s per-
formance is the formal and confidential 
process and setting where the head and 
the members of the review committee 
can collaboratively examine performance 
and assure themselves and the board that 
the head is performing effectively (and if 
not, that processes are put into motion 

to coach the head toward more effective 
performance or to help effect a smooth 
and dignified transition to new leader-
ship). Boards need to be committed to the 
head’s success, with performance reviews 
that leave everyone feeling good about the 
process and about its value to the head and 
to the success of the entire school.

The head’s job is a demanding one. The 
board chair, as the top supporter of the 
head, must be on the lookout for signs 
of stress and isolation. He or she must be 
ready to be proactive in helping to alleviate 
the situation. This kind of “feeding” can 
take the form of the gift of a meal, or tick-
ets to a special event or performance, or 
use of a vacation home, or enforced time 
off and away in order to recalibrate and to 

achieve a re-centering and recovery. With-
in a well-functioning partnership of board 
chair and head, it is likely that these kind 
of opportunities for additional nurturing 
and support will surface. The opportunities 
need to be seized, and in a timely fashion.

Through our work at PEJE, we have be-
come increasingly sensitized to the critical 
influence played by professional leadership 
and effective governance. The head and 
board (and its chair in particular) are the 
core team that determines how effective 
and compelling a Jewish day school can be. 
Working together to provide vital support 
for the head is one of the best ways these 
two critical parties fulfill their potential and 
make our day schools strong and successful 
operations. ¿
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sues and problems, setting goals and 
objectives, planning a strategy for ad-
dressing these problems, and most 
importantly, following through with 
solving problems can be very produc-
tive way of experiencing leadership. 

11. Real life experiences such as mentor-
ships and internships allow students 
to collaborate with adult leaders, and 
this can be a positive experience for 
both students and adult leaders. This 
is a good example of intergenerational 
collaboration as well.  

12. Build courage in students by encour-
aging them to try new things. Some 
students are so afraid of failure that 
they are paralyzed by perfectionism. 
Help them learn that failure can be a 
good thing when one learns from it!

13. Encourage self-discipline in every as-
pect of school by teaching students 
about commitments…doing what you 
said you would do, when you said you 
would do it, whether you want to or 
not! This is a very important seed of 
growth for emerging leaders.

14. Help students understand that every 
effective leader is able to listen and to 
follow when necessary. This may be 
challenging for some but it is a criti-
cal component of leadership develop-
ment. 

15. Promote goal setting and a sense of 
autonomy. All too often we coddle 
students and rob them of the oppor-
tunity to be independent learners. 
Give them the chance to try.

16. Expose students to leadership op-

portunities outside of school such as 
youth leadership conferences, semi-
nars, and weekend and summer pro-
grams offered through college and 
universities and other community or-
ganizations. 

The most important goal is to create inter-
est in the concept of leadership and help 
students to become more active and reflec-
tive in their individual pursuits of leadership 
potential. This goal requires support and 
commitment from all educators. Intention-
al and creative approaches to leadership de-
velopment must be pursued vigorously by 
those interested in the challenge. ¿

*Parts of this article will appear in Lead-
ership for Students: A Practical Guide for 
Ages 8 – 18, 2nd Edition, by F.A. Karnes 
and S.M. Bean (forthcoming), Waco, TX: 
Prufrock Press.

[continued from page 26]

Nurturing Leadership in Middle and High 
School Students

[continued from page 17]

Agile and Adaptive Leadership
As our ancestors said, Tzei ulmad, go and 
learn. Let’s start with V’ahavta lerei’acha 
kamocha, Love your friend as yourself. 
Jewish day schools are a step ahead in lead-
ership training in that we already empha-
size strong values and morality. We teach 
tolerance and then respect of classmates 
who see/understand/learn differently. 
Shammai taught, “Say little, do much.” 
Talking about these concepts is important, 
but modeling effective communication 
through our own behavior speaks volumes. 
We begin with good listening, which is an-
other one of Tony Wagner’s seven survival 
skills. An effective way to incorporate these 
skills is to start each day (post-tefillah, if 
you have it) with aseifat boker, a morn-
ing meeting. Ruth Sidney Charney’s work 
(Teaching Children to Care) describes sev-
eral ways to run a productive morning 
meeting. Even the youngest pre-school 
students are able to learn the skill of greet-

ing one another by name, shaking hands, 
looking at the student next to him/her in 
the eye.

What are some other ways to nurture lead-
ership in your school?

1. Build leadership into the totality of 
your school’s culture. Map it as part 
of the school social curriculum. This 
will transform your program from 
“good to great!”

2. Emphasize strong character and posi-
tive values through use of Ruth Sid-
ney Charney’s Responsive Classroom 
approach, beginning in pre-school.

3. Integrate “habits of mind” (Costa and 
Kallik) into your curriculum. 

4. Develop an “independence strand.” 
Incorporate into your curriculum ma-

trix leadership skills students need at 
each level in order to progress to the 
next one. 

5. Don’t forget to contemplate the ways 
our students learn and communicate 
today. Utilize Facebook, blogging, 
Skype and podcasts to focus on digital 
interconnectivity. Today’s students will 
need leadership skills for a global world.

In a conversation about leadership lessons 
with historian Doris Kearns Goodwin in 
Harvard Business Review (April 2009), 
Diane Couto reports that Abraham Lin-
coln “took responsibility for what he did, 
and he shared responsibility for the mis-
takes of others, and so people became very 
loyal to him.” Our hope is that those of 
us who are passionate about Jewish day 
school education work together to refine 
a compelling vision for teaching the Jewish 
leaders of the next generation. ¿
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Just like the Israelites, we must ask our stu-
dents to engage from their heart. Having 
passionate presentations on issues helps, but 
so does a simple brainstorming session on re-
sponse to the question: “What is wrong with 
your world?” When we send students up to 
Capitol Hill to lobby, each group begins with 
a blank slate; we set up a meeting for them, 
but we do not dictate the issues to be dis-
cussed. The group must brainstorm issues, 
present arguments, come to consensus, and 
make a script for their meeting. And they all 
do, stepping up and demonstrating newly de-
veloped leadership skills. 

Winding through these first three concepts 
is the fourth: doing all of this from a Jewish 
stance, interweaving Jewish values through-
out the total experience. Connecting a stu-
dent’s commitment to political and social 
activism to their Jewish values only serves to 
strengthen both. By framing what they do 
with Jewish language, by using Jewish texts 
alongside policy statements when explain-
ing why a social ill deserves our attention, 
by giving examples of leaders (both Jewish 
and not) who embodied our core values as 

they stood for the rights of the oppressed, 
we have the opportunity to forge an indelible 
link between their commitment to justice 
and their faith. These students will under-
stand that their political and social activism 
can be as much an expression of their com-
mitment to Judaism as lighting the Shabbat 
candles or saying the Birkat Hamazon. And 
they will have an incredible wealth of Jew-
ish values and tradition to bolster their own 
personal beliefs as to what a just world would 
look like.

When this all comes together, what we see is 
nothing short of reassuring. It’s not just what 
we see from the outspoken kids, the “natural 
leaders.” From those kids, we expect partici-
pation and (at least an appearance of) inter-
est. But what reassures me that we are on the 
right path is what just happened to me while 
I was writing this article. I got a phone call 
from a student from a pluralistic day school 
that was on my seminar about a few weeks 
ago. Honestly, I don’t remember him: he 
didn’t particularly stand out, didn’t speak up 
at every session, wasn’t pegged as a leader. He 
called to tell me about a project idea he has 
for teaching guitar lessons to disadvantaged 

youth in his area and then holding a fundrais-
ing concert with the students as the opening 
act. Now don’t get me wrong—this is a stu-
dent who probably would go on to do well in 
life. He goes to a top school, clearly has artis-
tic talent, and is probably academically profi-
cient. He can find a good career and make a 
living, but he has now taken the first steps to 
go beyond just doing well. This is a student 
who has begun to identify what needs better-
ing in his own world and has stepped up to 
lead the response. That is what makes a leader.

Working with a day school population, most 
of the students are above average and cer-
tainly have above-average opportunities and 
privileges. It is up to us, as their educators, 
to channel that opportunity in a distinctly 
Jewish way. When we educate with the belief 
that we are speaking to every student, when 
we offer experiences that demonstrate and 
engage participants leadership and activism, 
and when we provide the opportunity and 
the challenge to each student to serve her 
community from her heart and her Jewish 
values, we will transform our students into 
leaders who will truly make the world a bet-
ter place. ¿

Empowering Students for Social Action
[continued from page 31]

of action, define roles and divide up 
work to manage a project; capabil-
ity in time management; facilitation; 
team-building; group dynamics.

How Do You Nurture New 
Board Members?

• Orientation 
Make sure this is a high quality experi-
ence that addresses trustee roles and 
responsibilities, principles of good 
practice for trustees and this board, 
and the school’s strategic plan.

• Demonstrate good practice 
New trustees will learn by example. 
They must see good governance in 
action—that board meetings use time 
well; that veteran trustees prepare and 

attend; that discussion is meaningful 
and considers multiple perspectives; that 
confidentiality is preserved; that trustees 
are eager to learn more and receive for-
mal education about how to fulfill their 
board roles effectively and improve 
their practice. They must see trustees 
fulfilling their responsibility as financial 
supporters and goodwill ambassadors 
for the school. They must see a positive 
and supportive partnership between the 
board and the head of school.

• Engage 
Give all trustees manageable jobs 
and then help them achieve success. 
Employ a buddy system or assign an 
informal mentor. Refresh the energy 
of veteran leaders by calling on them 
to mentor others. Give more challeng-
ing assignments when individuals are 
ready; keep supports going. 

• Promote 
As experience accumulates, encourage 
novices to move into the role of talent 
scout and mentor.

The Circle Continues

If we do a good job of nurturing strong board 
leaders, our schools will flourish and the talent 
developed will spill out to benefit all the other 
efforts of our communities. Like the leader 
of the circle dance described in the opening 
paragraph of this article, our current and past 
trustees will be alert to community needs. 
They will be looking around to see who else 
might like to contribute to the community’s 
activities and to those people they will stretch 
out warm hands of friendship and encourage-
ment. In this way they will make the circle 
stretch to accommodate new people and new 
contributions and thus they will invigorate our 
Jewish world with even more energy and joy. ¿

[continued from page 49]

Nurturing Leaders for the Board of Trustees
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Cohort II Spring Shabbaton
During a picture-perfect weekend in April, Project SuLaM's Cohort II met for their 
culminating event, a Shabbaton exploring matters of Israel and Zionism.  The 4-day 
weekend was built around close examination of Jewish texts - sacred and secular 
alike, lively debate, professional networking, delicious meals, and even a bit of time 
for personal reflection and relaxation.  Shabbaton highlights included a viewing of 
a photo exhibit on changes in Israeli society since the State was established until 
today, a beit cafe, and a personal audience with Counselor Merav Elion-Shahar, 
political advisor to the Permanent Mission of Israel to the United Nations - a true 
guardian of Israel. 

Although this Shabbaton was the last formal event of the Cohort, the journey of 
Jewish learning has just begun.  We wish a heartfelt mazel tov to all of the members 
of Cohort II as well as to their mentors.
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Bookcase
his column features books, articles, and websites, recommended by our authors 
and people from the RAVSAK network, pertaining to the theme of the current issue 
of HaYidion for readers who want to investigate the topic in greater depth.

Books / Textbooks

Bean, S.M. and Karnes, F.A. Leadership 
for Students: A Practical Guide for Ages 
8 – 18, 2nd Edition.

Boccia, J. A., ed. Students Taking the 
Lead: The Challenges and Rewards of 

Empowering Youth in Schools.

Bronznick, Shifra, Goldenhar, Didi, and 
Linsky, Marty. Leveling the Playing Field: 
Advancing Women in Jewish Organiza-
tional Life.

Brown, Erica. Inspired Jewish Leadership.

Charney, Ruth Sidney. Teaching Chil-
dren to Care. 

Delisle, D., & Delisle, J. Growing Good 
Kids: 28 Activities to Enhance Self-
Awareness, Compassion, and Leadership. 

Ellis, J., Small-McGinley, J., & DeFab-
rizio, L. Caring for Kids in Communi-
ties: Using Mentorship, Peer Support, and 
Student Leadership Programs in Schools.

Hannum, Kelly M. and Hoole, Emily. 
Tracking Your Development. 

Hoerr, Thomas R. School Leadership 
for the Future: Leading the Independent 
School.

Hughes, Sandra R., Lakey, Berit M., and 
Bobowick, Marla J. The Board Building 
Cycle: Nine Steps to Finding, Recruiting, 
and Engaging Nonprofit Board Members.

Kotter, John P. Leading Change.

Lewis, Hal M. From Sanctuary to Board-
room: The Jewish Approach to Leadership.

Lombardo, Michael and Eichinger, Rob-
ert. The Leadership Machine. Minneapo-
lis: Lominger, 2000.

—. Eighty-eight Assignments for Develop-
ment in Place. Greensboro, NC: CCL P, 
1989.

MacGregor, M. G. Leadership 101: De-
veloping Leadership Skills for Resilient 
Youth (Facilitator’s Guide).

MacGregor, M. G. Designing Student 
Leadership Programs: Transforming the 
Leadership Potential of Youth.

Marx, J. How to Win a High School Elec-
tion.

McGuire, John B. and Rhodes, Gary B. 
Transforming Your Leadership Culture.

van Linden, J. A., Fertman, C. I., & 
Long, J. A. Youth Leadership: A Guide to 
Understanding Leadership Development 
in Adolescents.

Wagner, Tony. The Global Achievement 
Gap.

Zachary, Lois J. The Mentor’s Guide.

Zenger, John H. and Folkman, Joseph. 
The Extraordinary Leadership: Turning 
Good Managers into Great Leaders.

Articles / Studies

Cohen, Steven M., J. Shawn Landres, 
Elie Kaunfer, and Michelle Shain. Emer-
gent Jewish Communities and their Par-
ticipants: Preliminary Findings from the 
2007 National Spiritual Communities 
Study.

The Innovation Ecosystem: Emergence of 
a New Jewish Landscape. LA and NY: 
Jumpstart, The Natan Fund, and The 
Samuel Bronfman Foundation, 2009.

Kaunfer, Elie. “Attracting Young Peo-
ple to Jewish Life: Lessons Learned 
from Kehilat Hadar.” Jewish Education 
News (Spring 2005): 1-2. 

Landres, J. Shawn. “The Emerging 
Spiritual Paradigm.” Sh’ma 37/638: 
11‐12.

Project Adventure. Youth Leadership in 
Action: A Guide to Cooperative Games 
and Group Activities.

Wheatley, M. “Good-bye, Command 
and Control.” The Jossey-Bass Reader 
on Educational Leadership (Vol. 1, 339-
347).

Websites

Congressional Youth Leadership Council: www.cylc.org.
CyberSisters: www.cyber-sisters.org.
Do Something: www.dosomething.org.
Free The Children: www.freethechildren.org.
G.U.T.S. www.presentation-style.com/guts/default.html.
Hugh O’Brian Youth Leadership: www.hoby.org.
Leadership Village: www.leadershipvillage.com.
National Council on Youth Leadership: www.lzrnews.com/articles/22&1.
National Youth Leadership Council: www.nylc.org.
National Youth Leadership Forum: www.nylf.org.
National Youth Leadership Network: www.nyln.org.
The Points of Light Youth Leadership Institute: www.pyli.org.
Youthleadership.com: www.youthleadership.com.
Youth Leadership Institute: www.yli.org.
The Youth Leadership Support Network: www.worldyouth.org.
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