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Introduction and Committee Charge 
 

On December 22, 2022, the Board of Directors (BOD) of the American Speech-Language-
Hearing Association (ASHA) approved the formation of an Ad Hoc Committee on Leadership 
Strategy (AHC LS). The Committee’s charge was to develop a leadership strategy for the 
Association and discipline and to make recommendations on how to implement the strategy. 
Over the years, ASHA has developed a number of leadership development programs and 
activities—but with no vision or strategy for moving leadership development forward to achieve 
specific and desired outcomes. Each leadership program acts independently of one another, 
making it difficult externally for members to understand all leadership development offerings as 
well as internally for staff to work together. It was determined that the Association needs a 
common goal that provides a unifying vision—that, in turn, moves ASHA’s multiple leadership 
development programs in the same direction while continuing to propel ASHA professionals 
forward in their careers and foster a robust pipeline of volunteer leaders within the Association. 

 
As per BOD 21-2022, the AHC LS received a directive to present a leadership development 

strategy with recommendations, submitting their report to the ASHA BOD by December 31, 
2023; please refer to Appendix A.  

 
The AHC LS comprised seven members, including the chair, with representation from both 

the audiology and speech-language pathology professions. Specifically, the Committee 
consisted of three audiologists and three speech-language pathologists. The immediate past 
president of the BOD assumed the role of BOD liaison, actively engaging in all committee 
activities. Additionally, the ASHA Chief Executive Officer (CEO) appointed the Senior Director of 
Association Governance Operations as the ex officio member of the Committee. Moreover, an 
ASHA staff working group, consisting of members directly involved in current leadership 
programs, was invited to contribute to the information-gathering process. 

 
It was determined that ASHA hire a consultant who specializes in leadership development 

strategies to work with the AHC LS to facilitate their work and execute a data-informed process 
to develop a set of recommendations and a vision that will lead to an effective and efficient 
decision-making structure. Debbie Trueblood with Association Management Center (AMC) was 
hired to conduct three meetings with the Committee as well as to complete interviews with 
members and the ASHA staff working group and submit a final report to the Committee— 
noted in Appendix B.  

 
On October 18, 2023, through BOD 17-2023, the AHC LS formally requested—and was 

subsequently granted—an extension of their work until June 1, 2024, as outlined in Appendix 
C. This extension allowed them to further expand the consultant’s contributions and craft a 
comprehensive final report. This resolution included the appointment of Judy Rich as a full 
voting member of the Committee and extended the work of the Committee until June 1, 2024. 
As per the initial enabling resolution, the AHC LS was charged to develop a leadership strategy 
for the Association and discipline and to make recommendations on how to implement the 
strategy. The findings and recommendations are as follows in the report.    
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 Background and Current State 
 

Throughout its history, ASHA has established several leadership development programs 
and initiatives. However, there has been a lack of cohesive vision or strategy guiding these 
efforts toward specific and desired outcomes. Each program has operated independently, 
resulting in challenges for both members seeking to navigate available leadership development 
opportunities and internal staff attempting to collaborate effectively. To address these issues, 
the Association requires a shared goal that offers a unifying vision. This overarching objective 
will align ASHA's diverse leadership development programs, activities, and strategies, fostering 
synergy and coherence across the organization. 

 
 

 What Has Worked Well  
 

• ASHA has a strong history of leadership development programs already in 
place—e.g., Minority Student Leadership Program (MSLP), Leadership 
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Development Program (LDP), Student to Empowered Professional (S.T.E.P.), 
Leadership Mentoring Program (LMP), etc. 

• ASHA staff are well engaged with members in current leadership programs. 
• Members use leadership development training to further their volunteer and 

professional goals. 
• ASHA members have a keen interest and desire to engage and volunteer with 

the Association. 
• The ASHA Leadership Academy, which launched in 2017, allows all ASHA 

members to develop their leadership skills based on their interest, time, and 
budget. 

• ASHA continues to be innovative in developing specialized leadership programs 
for members. 

 

 What Has Not Worked Well  
 

• There are a limited number of volunteer opportunities for the large number of 
members who wish to volunteer with the Association. 

• There are a limited number of spaces available in current leadership 
development programs for the number of members that apply annually. 

• There is confusion as to what volunteer opportunities are available to members 
and where those opportunities are posted for consideration. 

• A heightened focus remains on more time committed to volunteer service on 
Committees, Boards, and Councils and a lack of microvolunteering, or less time-
intensive volunteer opportunities available to members. 

• There is a lack of a clear volunteer pathway for volunteers to utilize to advance in 
their ASHA volunteer leadership engagement. 

• Although ASHA has a robust selection of leadership development training, 
information on that training is difficult for members to find—resulting in frustration 
or a lack of knowledge of the offerings.  

• The Leadership Academy is difficult to find, does not have resources consistently 
dedicated to it, and ASHA cannot track usage of the site—and data is very 
limited to evaluate programming. 

• There is a lack of internal coordination between existing leadership programs, 
which has created duplication, members not understanding the difference 
between programs, and a high level of effort for staff to administer each program. 

  
 

Committee Activities 
 

Meeting Timelines 

• Kickoff Meeting With AHC-LS Members and AMC—1/17/2023 
• Individual Interviews With AHC-LS Members and ASHA Staff—January and 

February 2023 
• Second Meeting With AHC-LS Members and AMC—4/06/2023 
• Third Meeting With AHC-LS Members and AMC—7/23/2023  
• Receipt of Final Report From AMC—9/18/2023 
• Online Committee Meeting—9/26/2023 
• Facilitated Meeting With ASHA Staff and AHC LS—1/27/2024  
• Online Committee Meeting—3/18/2024 

• Online Committee Meeting—4/15/2024 
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• Final of Report—05/06/2024 

• Submission of Final Report to BOD—06/01/2024 

 
 

Committee and Staff Work With Association Management Center 
 
In early 2023, the AHC LS and the ASHA Staff Leadership Working Group discussed key 

topics and prioritized changes to help develop a path toward a Leadership Development 
Strategy with AMC Facilitator Debbie Trueblood. Trueblood used the following methodology to 
guide the Committee. 

 
 Methodology of Association Management Center 

 
1. Phase I: Discovery 

   a. Kickoff call  
b. Draft and complete the competencies matrix 

c. Provide a detailed work plan 

   d. Document review 

e. Leadership Task Force Charter 
2. Phase II: Research with ASHA leaders and stakeholders  

a. Interviews (18–20 interviews, 30 minutes each)  
b. Analysis of existing employer survey results  

3. Phase III: Interaction with AHC LS 

   a. Three 90-minute virtual meetings 

4. Phase IV: Interaction with Staff Leadership Working Group 

   a. Two 60-minute virtual meetings  
5. Phase V: Findings and Recommendations  

a. Present findings to AHC LS 

b. Develop a final recommendation report 
 

During the information-gathering stages with Committee members and ASHA staff, the key 
questions proposed by AMC to the AHC LS and the Staff Leadership Working Group were: 

 

• How does ASHA’s current leadership development compare with the practices of 
high performing associations, and what can be done to optimize the association’s 
leadership development roadmap?  

 

•  What are the skillsets, education, and experiences that ASHA-related employers 
look for throughout the typical ASHA member’s career trajectories and how can 
ASHA better prepare members for these opportunities? 

 

•  What can be done to tie together the existing and potential ASHA education, 
leadership development, and mentoring programs into a comprehensive strategy 
creating efficiency within ASHA, options for members, and better preparing the 
members to advance in their careers and the association?  

 

•  What can ASHA do to ensure that the association volunteer pipeline is preparing 
ASHA members to serve as volunteers by training these emerging leaders in the 
competencies that will eventually be needed for volunteer leadership? 
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Additionally, the Committee conducted 19 individual interviews with a combination of 
members and staff. Topics covered were: 

• Volunteers: Your perspective on the leadership pathway. 
• Staff: Your perspective on the leadership development and educational programs 

currently offered by ASHA. 
• Elicit feedback on specific educational needs in the professional community. 
• Stimulate thinking specifically on how ASHA can streamline the leadership 

pathway and leadership development programs. 
• What would lead to a more engaging experience in ASHA? 

Please reference the complete Interview Guide in Appendix D. 
 
 

Final Report and Recommendation of AMC 
 
In September 2023, the final report from the AMC outlined a series of recommended 

changes categorized into “Robust Changes” and “Incremental Changes.” These suggestions 
encompassed enhancements to ASHA’s leadership mentoring programs, the expansion of 
educational leadership resources for members, the establishment of pathways for professionals 
at various career stages (including mid- and late-career as well as early-career individuals), the 
optimization and allocation of additional resources to the Leadership Academy, and the 
amplification of marketing efforts to promote all volunteer and leadership opportunities within 
ASHA. These recommendations were thoroughly integrated into the development of the 
Leadership Development Strategy. For a comprehensive list of recommendations, please refer 
to Appendix B. 

 

Although the report offered recommendations, additional effort was required from the 
Committee to develop a structured framework and roadmap delineating measurable objectives 
and strategies for ASHA’s implementation of the proposed changes. The ASHA Board of 
Directors granted an extension of the Committee’s mandate under BOD 17-2023—as referred 
to in Appendix C—to facilitate this ongoing work. This extension encompassed the refinement 
of key objectives and strategies as well as the establishment of an implementation timeline, 
culminating in the presentation of the plan by June 1, 2024, to fulfill the Committee’s charge. 

 

After receiving and thoroughly examining the report from AMC, the AHC LS collaborated 
closely with ASHA staff to meticulously review and refine an updated plan. The Committee’s aim 
was to craft a comprehensive and attainable strategy to address the evolving leadership 
requirements of both the Association and its members. Throughout this process, the Committee 
prioritized several key objectives. These objectives included ensuring that members have 
access to resources tailored to every stage of their careers and enhancing their volunteer and 
leadership proficiencies to facilitate clearer pathways to success. Additionally, the focus 
extended to augmenting educational opportunities and transforming the Leadership Academy. 
Furthermore, the plan endeavored to enhance the visibility and perceived value of leadership 
offerings available to ASHA members.  

 

Research Conducted by Committee and Consultants to Committee 
 

• Committee Meeting to Discuss Potential Strategies: 9/26/2023 



8 
                                                                                                                                                                                                

• Meeting Between ASHA and National Education Association Leadership 
(NEA) Teams: 11/30/2023 

• Review of NEA Website Leadership Section: Throughout entire Committee 
tenure 

• Review of American College of Radiology Leadership Institute: Throughout 
entire Committee tenure 

• Review of Various Leadership Development Frameworks: December 2023 – 
January 2024 

 

Facilitated Meeting and Follow-Up Development of Framework 
 

On January 27, 2024, the AHC LS convened virtually, joined by ASHA staff consultants, for 
an intensive day-long session. The purpose of the meeting was to consolidate findings gathered 
over the course of the year into a cohesive framework and roadmap. Throughout the session, 
the Committee deliberated on various options and ultimately selected a leadership framework. 
Additionally, consensus was reached on defining the general competencies essential for all 
leaders, and key objectives for the Association were identified through collaborative discussion. 

 

By definition, a competency is “a measurable pattern of knowledge, skill, abilities, behaviors, 
and other characteristics that an individual needs to perform work roles or occupational 
functions successfully” (U.S. Office of Personnel Management. (n.d.). Competencies). 

 

In addition, characteristics of great competencies are found in leadership models that are: 
 

• Well defined and appropriately specific: It’s important to be specific enough to know 
what a behavior looks like—but not so specific that the behavior is limited to a particular 
role or function. Describes what the competency looks like in practice. 

 
• Behavioral: You need to define the behaviors that a leader should use to perform the 

competency.  
 

• Observable and measurable: Behaviors related to the competency need to be 
observable and easy to measure so leaders can receive feedback on their performance 
of the competency and 

 

• Provide a framework for coaching and feedback: Team members should be able to 
give specific feedback about how someone is performing actions based on behaviors 
outlined in the competency. DDI. (n.d.). Leadership Competency Framework. In Ultimate 
Guide to Leadership Development.  

  
Further exploration found that there are three areas of intelligence found in many 

competency-based models: (1) Leadership of Self, (2) Leadership of a Team, and (3) 
Leadership of an Organization. Under each profile, a different set of skills and competencies 
are required for success. Therefore, different resources are also needed by members in order to 
develop the skillsets needed to advance their volunteer and leadership pathways.  Boyden. 
(n.d.). Boyden: Global Executive Search Firm & Leadership Consulting Partner.  

 

The Committee believed that adopting this model aligned perfectly with the overarching 
goals and intentions of devising a strategy to propel ASHA professionals forward in their careers 

https://www.opm.gov/policy-data-oversight/assessment-and-selection/competencies/#:~:text=A%20competency%20is%20a%20measurable,to%20do%20the%20job%20successfully.
https://www.ddiworld.com/guide/ultimate-guide-leadership-development/leadership-competency-framework
https://www.ddiworld.com/guide/ultimate-guide-leadership-development/leadership-competency-framework
https://www.boyden.com/
https://www.boyden.com/
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and foster a robust pipeline of volunteer leaders within the Association. This model then formed 

the basis of the Leadership Development Framework: 
 

• Leadership of Self  
• Leadership of a Team 
• Leadership of an Organization 

 

The AHC LS acknowledged that ASHA already offers numerous resources for members at 
various levels to enhance their leadership skills. Nevertheless, the Committee recognized the 
potential necessity for additional resources to complement and enrich this evolving framework. 
Currently, the following are in place under each Leadership Profile:  

 
• Leadership of Self  

o Leadership Academy  
o Foundational Basic Leadership Training  
o Self-Assessment 
o ASHA Mentoring Programs 

 
• Leadership of a Team 

o Leadership Academy  
o Strategic Leadership Training 

 
• Leadership of an Organization 

o Leadership Academy 
o Forward-Thinking Advanced Leadership Training 

 
After the facilitation meeting, the Committee convened twice more to refine strategic 

approaches that harmonized with the outlined objectives, culminating in the final framework 
spanning 3 years. These strategies, once enacted, will achieve the Committee’s objectives and 
initial goals. They will establish clear pathways for members at different career stages to 
enhance their knowledge and skills in volunteer leadership, enrich educational leadership 
opportunities, and elevate the significance that ASHA attributes to cultivating leaders within the 
discipline and Association.  

 
After the April 15, 2024, AHC-LS meeting, a vote was held, and the Committee unanimously 

approved the Leadership Strategy Plan, affirming its submission to the ASHA BOD for 
consideration. A comprehensive overview of the proposed ASHA Leadership Development 
Framework follows. 

 
 

Proposed Leadership Development Framework 
 
The proposed framework comprises leadership profiles encompassing Self, Team, and 

Organizational Leadership. Each profile is accompanied by a primary objective and a key 
leadership focus. Moreover, these profiles are intricately connected to core competencies 
essential for leaders at various stages of their leadership progression, along with the necessary 
tools and resources for achieving success. The details of each profile—including the Primary 
Objective, Key Leadership Focus, Core Competencies, and Currently Available Tools and 
Resources within ASHA—are provided below. An infographic depicting the proposed 
Leadership Development Framework can be found in Appendix E. 
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Self-Leadership 
  Primary Objective        Management and advancement of self-performance 
 Key Leadership Focus Self-preparedness and development of leadership skills,  
                                           knowledge, and subject-matter expertise 
 Core Competencies     Self-reflection and awareness; planning and organizing; growth  
                                           mindset 
 Tools and Resources   Leadership academy; foundational leadership training; 
                                           self-assessment; ASHA mentoring programs 
Team Leadership 
 Primary Objective   Management and advancement of team performance 
 Key Leadership Focus Identifying, cultivating, and empowering individuals to function as  
                                           a high-performing team to meet key initiatives and directives 
 Core Competencies     Teaching, coaching, mentoring; developing relationships; risk  
                                           management; problem-solving to drive results 
 Tools and Resources   Leadership academy; strategic leadership training 
 
Organizational Leadership 
 Primary Objective        Creating and managing the organization’s vision and mission  

Key Leadership Focus Providing foresight, strategic direction, and defining core 
ideology (vision, mission, and core values)  

Core Competencies     Leading and advocating for the professions; strategic thinking 
and alignment; setting and communicating a compelling vision; 
leading change and innovation 

 Tools and Resources   Leadership academy; forward-thinking leadership training 
 
Additionally, the framework incorporates general competencies essential for leaders 

across all stages of their career development. These overarching competencies encompass the 
following: 

 
• Cultural Competence 
• Courage 
• Trust and Collaboration 
• Critical Thinking 
• Communication and Influence 
• Ethical Integrity 
• Sharing a Compelling Vision  

 

Objectives, Strategies, and Timeline 
 
In addition to the Leadership Development Framework, a timeline of three key objectives 

and corresponding strategies was established to span 3 years that—when combined—will 
facilitate the emergence of a transformational leadership plan for ASHA and its members. This 
recommendation can be found in Appendix F. Under each key objective, targeted strategies 
were developed that would then lead to measurable completion of each objective. 

 
Objective #1: Establish management and governance structure for leadership  
development. 

• Strategy #1 (Year 1): Filter AMC recommendations through January 27, 2024, 
leadership planning. 

o Initiatives: 
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1. Identify recommendations that are priorities with the Leadership 
Development Strategy (LDS). 

2. Identify recommendations aligned with self, team, organizational 
leadership per LDS. 
 

• Strategy #2 (Year 1): Complete an inventory assessment of leadership offerings. 
o Initiatives: 

1. Define “What is a leadership offering?” 
2. Identify gaps and duplication in programming. 
3. Identify and sort them per the plan (self, team, organizational). 
4. Identify core competencies within programs per LDS. 

 

• Strategy #3 (Years 2, 3): Develop a mechanism for LDS governance oversight. 
o Initiatives: 

1. Committee on Nominations and Elections (CNE) will provide oversight. 
2. Staff would be responsible for implementing strategies. 
3. Investigate renaming CNE and expand its role to reflect leadership 

development.  
 
Objective #2: Transform leadership development training program offerings.  

• Strategy #1 (Year 2): Develop and create new offerings for career pathways.  
o Initiatives: 

1. Develop offerings based on gap analysis and career stages (self, team, 
and organization per LDS framework).  

2. Emphasize competencies of LDS Framework within offerings.  
 

• Strategy #2 (Year 2): Identify pathways for volunteer participation within ASHA. 
o Initiatives: 

1. Create microvolunteering opportunities through the Leadership Profile 
and Tracking System.  

2. Increase pathways for targeted groups based on data/trends. 
3. Develop a recognition system (e.g., digital badge) for microvolunteering 

engagement 
 

• Strategy #3 (Years 1, 2, 3): Assess and transform the ASHA Leadership Academy. 
o Initiatives: 

1. The presence of the Leadership Academy has to be more visible and 
accessible for all members (e.g., asha.org microsite)  

2. Centralize leadership development offerings to members (one stop shop) 
3. Investigate and implement a move to ASHA’s Learning Management 

System 
4. Consistently develop new content or update existing content within the 

categories of self, team, and organizational leadership.  
5. Create micro-certification pathways for completion of specific content 

categories. 
 

• Strategy #4 (Years 2, 3): Develop leadership trainings for mid-level to advanced 
professionals. 

o Initiatives: 
1. Convene a periodic leadership development conference. 
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Objective #3: Increase the visibility, value, and importance of ASHA’s leadership 
programs and resources. 

• Strategy #1 (Years 1, 2): Develop a constellation for content strategy around leadership 
development.  

o Initiatives: 
1. Develop offerings based on gap analysis and career stages (self, team, 

and organization per LDS framework).  
2. Emphasize competencies of LDS Framework within offerings.  

 

• Strategy #2 (Year 3): Establish a leadership development award. 
o Initiatives: 

1. Recognizes competency and achievement in leadership training. 
2. Develop criteria for the award.  
3. Recognize those that are awarded. 

This 3-year plan recognizes that resources and funding need to be available; 
therefore, exact years (e.g., 2024, 2025) are not specified. However, it is the 
recommendation of the Committee that, when funding and resources become available, 
they continue for the entirety of this plan and beyond. 
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Appendix D: AMC Interview Questions

 

	 	 	
	

ASSOCIATION MANAGEMENT CENTER | 8735 W. Higgins Road, Suite 300 | Chicago, IL 60631  1 

INTRODUCTION  
Thank you for joining me today. My name is Debbie Trueblood, and I am a Senior Consultant 

with Association Management Center (AMC) Consulting. My firm is engaged with ASHA to 

support them in streamlining their educational programs. As a part of that process, I am meeting 
with you today to learn more from you about your perceptions of ASHA. 

 
I will try to be respectful of your time. We are scheduled for 30 minutes today, and we have a list 

of questions to cover, so there may be times when we need to move on to the next topic. I 
apologize in advance if I must change topics before you had a chance to fully weigh in. But I’ll 

share my email address at the end so you can send me any follow-up comments. 
 

You will see me taking notes. Everything that you say today will be reported in aggregate only. 
Nothing that you say will be tied to you directly.  

TOPICS WILL INCLUDE: 
• Volunteers: Your perspective on the leadership pathway. 

• Staff: Your perspective on the leadership development and educational programs 

currently offered by ASHA.  

• Elicit feedback on specific educational needs in the professional community 

• Stimulate thinking specifically on how ASHA can streamline the leadership pathway and 

leadership development programs.  

• What would lead to a more engaging experience in ASHA 
 

With that, we will get started . . . 
 

DISCUSSION QUESTIONS 
VOLUNTEERS: 

General 

1. Please tell me a little more about yourself.  

a. How long you have you been a member of ASHA? 

b. What volunteer positions have you held with ASHA? Tell me about your 

leadership journey within ASHA? 

 

 

ASHA Interview Guide

SUS KEY 
STAKEHOLDER QUALITATIVE SURVEY – STRATEGIC PLANNING PREP 
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Appendix E: Infographic of Leadership Development Framework 
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Appendix F: Objectives/Strategies/Timeline  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Filter Association Management Center (Trueblood) recommendations.  
1. Identify recommendations that are priorities with the Leadership 

Development Strategy (LDS).  
2. Identify recommendations aligned with self, team, organizational                                

leadership per LDS. 

Objective 2 

Objective 1 

Objective 3 

Leadership Development Objectives and Strategies 

Establish 
Management and 

Governance 
Structure for 
Leadership 

Development 

Transform 
Leadership 

Development 
Training and 

Program Offe

r

ings 

Increase the visibility, 
value, and importance 
of ASHA’s Leadership 

Programs and 
Resources 

Year 1 Year 2 Year 3 

Complete inventory assessment of leadership offerings. 

1. Define “What is a leadership offering?”.  

2. Identify gaps and duplication in programming. 

3. Identify and sort them per the plan (self, team, organizational). 

4. Identify core competencies within programs per LDS. 

Develop a Mechanism for LDS Governance Oversight.  

1. The Committee on Nominations and Elections (CNE) will provide oversight. 

2. Staff would be responsible for implementing strategies. 

3. Investigate renaming CNE and expand its role to reflect leadership development.  

1. The presence of the Leadership Academy has to be more visible and 
accessible for all members (e.g. asha.org microsite). 

2. Centralize leadership development offerings to members (one stop 
shop). 

Develop Leadership Training for Mid-level/Advanced Professionals. 

1. Periodic Leadership Development Conference. 

Develop a constellation for content strategy around leadership development. 

Establish a Leadership Development Award. 

1. Recognizes competency and achievement in leadership development learning.  

2. Develop criteria for the award. 

3. Recognize those that are awarded. 

Develop and Create New Offerings for Career Pathways. 

1. Develop offerings based on gap analysis and career stages (self, team and organization per LDS Framework).  

2. Emphasize competencies of LDS Framework within offerings. 

Identify Pathways for Volunteer Participation Within ASHA. 

1. Create microvolunteering opportunities through the Leadership Profile and Tracking System. 

2. Increase pathways for targeted groups based on data/trends. 

3. Develop a recognition system (e.g. digital badge) for microvolunteering engagement. 

 

3. Investigate and implement move to ASHA’s Learning Management System. 

4. Consistently develop new content or update existing content within the categories of self, team and organizational leadership. 

5. Create micro-certification pathways for completion of specific content strategies.  

Assess and Transform the Leadership Academy. 


