
ORGL 600 – FOUNDATIONS OF LEADERSHIP 

OVERVIEW: 

The most important skills that students in this class will develop are primarily internal ones, i.e., 
perception, insight into causes of problems among individuals within group contexts and 
understanding into the dynamics necessary for long-term solutions to problems. 

After participation in this course, students should have a greater ability for self-reflection, a more 
integrated philosophy of leadership, and a deeper understanding of how they and others in 
organizational contexts create meaning. Implied in the competencies is a deeper awareness of 
barriers to their attainment: dysfunctional thinking, rigidity in leadership approaches, and 
segmentalism in organizational decision-making and behavior. 

In this course, therefore, each student will engage the following questions: 

• What Are My Deepest Desires as a Leader? (although learning is an intellectual 
process, it is also an affective process, i.e., dealing with emotions, feelings, and attitudes 
that motivate behavior) 

• What Don’t I Want as a Leader? (i.e., neurotic, addictive segmentalism, dysfunctional 
organizations, subtle—and not so subtle—oppression) 

• What Do I Want as a Leader? (i.e., integrative vision, authentic community, dialogue, 
liberation) 

• What Does This Require of Me as a Leader? (i.e., the dynamics of empowerment and 
collaboration, team-building, group decision-making, problem-posing dialogue, etc.) 

• How Does This Shape Who I Am Becoming? (i.e., in the specific situation each student 
finds himself or herself, what must they do to actualize their leadership potential, 
especially given the three previous questions) 

• These questions (both in content and order) approximate the approach of Ignatius of 
Loyola (the founder of the Society of Jesus—i.e., the Jesuits—and of the Jesuit 
educational tradition of which Gonzaga University is a part) to personal and spiritual 
transformation in his outline for the Spiritual Exercises. Each question builds upon the 
answers to the previous one to lead toward transformation of the person, whether the 
particular focus is spiritual, emotional, or intellectual. 

• Thus, the purpose of this course is to develop the internal skills of the student as leader, 
and these inevitably mean spiritual, emotional, and intellectual aspects of what it means 
to be an individual working with other individuals toward some common purpose. The 
expert leadership practitioner would, therefore, be aware of his or her own motivations 
and the motivations of others, would understand the need for collaboration in working 
with others, and would be motivated to create dialogic organizations where all 
perspectives can be integrated. 



• How do leaders explain the causes of dysfunctional/toxic thinking and/or behavior in 
themselves, other leaders or organizations? 

• How do they understand the differences among a variety of styles of leadership and ways 
of understanding what is going on in organizations?  

• How do they apply the theories of leadership and the principles of organizational 
behavior to actual situations?  

• How do they formulate a broad, integrative perspective from which to view leadership 
and organizational behavior?  

OBJECTIVES: 

• To understand a broad range of leadership theories and organizational theories and be 
able to apply them at the personal, group, and systems levels 

• To formulate a broad, integrative perspective from which to view leadership and 
organizational behavior 

• To understand the need for collaboration in working with others, and the value of creating 
dialogic organizations where all perspectives can be integrated 

• To understand the differences among a variety of styles of leadership and ways of 
understanding what is going on in organizations 

• To understand the causes of dysfunctional/toxic thinking and/or behavior at the micro and 
macro levels 

• To have greater awareness of one’s own motivations and the motivations of others; and 
develop the internal skills of a leader: that is, the spiritual, emotional, and intellectual 
aspects of what it means to be an individual working with other individuals toward some 
common purpose. 

KEY MATERIALS: 

Carey, M.R. (1999). Heraclitean fire: journeying on the path of leadership.  

Freire, P. (2000). Pedagogy of the oppressed. New York: Continuum.  

Kouzes, J. M. & Posner, B. Z. (2012). The leadership challenge (5th ed.). San Francisco: Jossey-
Bass.  

Kouzes, J. M. & Posner, B. Z., (2018). Student leadership practices inventory. The Student 
Leadership Challenge. https://www.leadershipchallenge.com 

Northouse, P.G. (2015) Leadership: theory and practice (7th Edition). Thousand Oaks, CA: 
Sage.  

https://www.leadershipchallenge.com


Palmer, P. J. (2007). The courage to teach. San Francisco: Jossey-Bass.  

Wheatley, M. J. (2006). Leadership and the new science: discovering order in a chaotic world 
(3rd ed.). New York: Barrett-Koehler. 

  

  

ORGL 516 – ORGANIZATIONAL DEVELOPMENT 

OVERVIEW: 

This course will focus on “seeing” and “changing” organizations through the research, theory, 
models, and praxis of the field and consulting practice of Organizational Development (OD). 
This course focuses on how OD consultants, internal or external, can support both leaders and all 
members of an organization We will investigate multiple methods, tools, and technologies used 
to implement major change effectively in organizations. Modules include OD Consulting, 
Culture and Planned Change, System-wide Interventions, Team Building  

OBJECTIVES:  

• Become aware of the nature, application and practice of the profession of Organizational 
Development.  

• Developed an understanding of some of the major OD intervention methods and tools 
used to increase individual, team, departmental, and organizational effectiveness (e.g. 
team building, strategic planning, large group event facilitation, internal communications, 
merger dynamics, leadership development, and management training). 

KEY MATERIALS: 

Distelhorst, D. J. (n.d.). An OD practitioner’s tool kit: Twenty years of accumulated OD wisdom 
& methodologies. Gonzaga University Bookstore. 

Schwarz, R. M., Davidson, A. S., Carlson, M. S., & McKinney, S. C. (2005). The skilled 
facilitator fieldbook: Tips, tools, and tested methods for consultants, facilitators, 
managers, trainers, and coaches. San Francisco, CA: Jossey-Bass. 

ORGL 605 – IMAGINE, CREATE, LEAD 

OVERVIEW: 

https://s3.us-east-1.amazonaws.com/blackboard.learn.xythos.prod/5a37d5c538335/1465?response-content-disposition=inline%253B%2520filename%252A%253DUTF-8%2527%2527516%252520Tool%252520Kit.pdf&response-content-type=application%252Fpdf&X-Amz-Algorithm=AWS4-HMAC-SHA256&X-Amz-Date=20200306T215245Z&X-Amz-SignedHeaders=host&X-Amz-Expires=21600&X-Amz-Credential=AKIAIL7WQYDOOHAZJGWQ%252F20200306%252Fus-east-1%252Fs3%252Faws4_request&X-Amz-Signature=054a34af38d8423899552fc2d261518e866956a4e832fa50d694f355b2e265a2


This experiential class provides an environment where students meet and engage with peers as 
well as with staff, and faculty advisors. During the face to face portion of class students have 
numerous opportunities to establish relationships that support their success throughout the 
program and beyond graduation. Throughout the course, students are introduced to the history 
and key concepts in the field of creativity. Further, through the theme of “seeing and seeing 
again,” students are challenged to apply and expand their creative and imaginative capacity. 
Students explore Ignatian imagination and perspectives from the liberal arts (art, history, 
literature, music, and so on) and are exposed to different techniques for developing and 
enhancing their own creativity and imagination in the context of leadership practice.  

OBJECTIVES: 

• Experience, describe, analyze, and evaluate the dynamics of the creative process 

• Enhance their own creativity and imagination in a leader’s work and organizational 
effectiveness 

• Apply the principles of Ignatian imagination in their own personal and professional 
practice  

• Gain an increased understanding of the GU mission 

• Engage with peers, staff, faculty advisors, and other resources to establish relationships 
that support their success throughout the program and beyond graduation 

KEY MATERIALS: 

Gurdjian, P., Halbeisen, T., & Lane, K. (2014, January). Why leadership-development programs 
fail. McKinsey. https://www.mckinsey.com/featured-insights/leadership/why-leadership-
development-programs-fail 

ORGL 530 – SERVANT LEADERSHIP 

This course is an examination of the foundation, principles and practice of servant-leadership. 
Servant-leadership is explored with an emphasis on reviewing the original writings, and on 
conceptualizing and articulating the philosophy through a clarification of what it is, and why 
Servant-leadership is relevant. Human development theories are used as theoretical frameworks 
for identifying criteria to assess servant-leaders and servant-organizations, and for understanding 
how they develop and function. 

OBJECTIVES: 

• Demonstrate a conceptual understanding of the key assumptions of servant-leadership; 
the definition(s) and characteristics, and the moral test of servant-leadership 

https://www.mckinsey.com/featured-insights/leadership/why-leadership-development-programs-fail
https://www.mckinsey.com/featured-insights/leadership/why-leadership-development-programs-fail
https://www.mckinsey.com/featured-insights/leadership/why-leadership-development-programs-fail


• Explain Servant-leadership to a leader; interpret and evaluate the responses 

• Apply Servant-leader criteria from human development models to a leadership case; 
assess the leadership style; track independence-interdependence; provide evidence of 
understanding servant-leadership in terms of organizational development 

• Articulate a personal, servant-centered philosophy of leadership: reflect on the moral 
aspects of servant-leadership; reflect on one’s organizational experience with or without 
servant- leaders; interpret one’s experience within the context of servant-leadership, and 
develop a plan of personal leadership development for the future 

• Plan, propose, and prepare to implement the philosophy of servant-leadership through a 
servant-leadership development programs in a work situation 

KEY MATERIALS: 

Ferch, R. S., Spears, L. C., McFarland, M., & Carey, M. L. (2015). Conversations on Servant-
Leadership: Insights on human courage and work. New York: Suny Press. 

Greenleaf, R. K. (1998). The power of Servant Leadership. San Francisco: Berrett-Koehler. 

Greenleaf, R. K. (2002). Servant leadership: A journey into the nature of legitimate power and 
greatness. New York: Paulist Press. 

Hesse, H. (1988). (Hilda Rosner -Trans.). The journey to the East. New York: Noonday Press.  

Sipe, J. W. & Frick, D. M. (2009). Seven pillars of servant leadership: Practicing the wisdom of 
leading by serving. Mahwah, NJ: Paulist Press. 

Thompson, M. C. (2000). The congruent life. Hoboken: Jossey-Bass.  

ORGL 615 – ORGANIZATIONAL THEORY & BEHAVIOR 

OVERVIEW: 

Organizations are necessary but complex “beasts.” They exist for the simple reason that groups 
of people can accomplish more than individuals working alone. At the same time, there is 
complexity in such collective social action, and organizational life is often marked by a number 
of recurring and difficult problems. While there is some consensus about the problems of 
participating in modern organizations, such as the possibility of worker frustration and alienation 
in large systems; the difficulties in utilizing the human resources available; the problems in 
walking the fine line between necessary specialization, coordination, and bureaucratic red tape; 
and so on, little agreement exists about how to solve the problems. Organizational hierarchies, 
Management by Objective (MBO), quality circles, company songs, sensitivity training, job 
redesign, employee training programs, and shop-floor quality-of-work life efforts are a sampling 



of the many ways in which organizational theorists and participants have attempted to tame the 
unruly beast. Implicit in each of the solutions is a particular perspective on organizational life 
and a focus on organizational structures, human relationships, team processes, or organizational 
culture. 

The purpose of this course is to invite candidates to a deeper understanding regarding the 
complexities of organizations. It is designed to provide an exposure to theories of organization, 
important organizational issues and processes, and a variety of strategies and tactics useful to 
successful organizational leaders and followers alike. 

OBJECTIVES: 

• Understand of how to plan, establish, and maintain an organizational structure and the 
importance of organizational strategy 

• Develop the capacity to build a network of effective relationships exploring the nuances 
of working with varied demographic backgrounds 

• Understand the leader’s role in designing and leading effective teams by understanding 
the multiple factors that shape the design, dynamics, and effectiveness of groups 

• Develop the knowledge and skills related to understanding and reinvigorating or 
changing organizational culturea 

• Develop the capacity to use systems dynamics 

KEY MATERIALS: 

Anderson, V. and Johnson, L. (1997). Systems Thinking Basics: From concepts to causal loops. 
Waltham, MA: Pegasus Communications Inc. 

Carioggia, G.M., Roberto M.A. (2003). Mount Everest-1996. Harvard Business School 
Publishing. 

Harvard Business Publishing Education. (n.d.). Case Study: Mount Everest – 1996. Harvard 
Business Publishing. https://hbsp.harvard.edu/home/ 

Hill, L. A., & Lineback, K. (2010). Be Clear About How Your Team Works: Fostering the right 
team culture. Harvard Business Review, 1-24. 

Senge, P. M. (2006). The fifth discipline: The art and practice of the learning organization. New 
York: Currency Books.  

ORGL 610 – COMMUNICATION & LEADERSHIP ETHICS 

OVERVIEW: 

https://hbsp.harvard.edu/home/


This course is an inquiry into the personal, organizational, and social values present in ethical 
dilemmas. Students will develop skills in ethical communication and decision making and 
recognize how to act for the common good as leaders who can acknowledge and consider 
multiple ethical perspectives. 

This course looks at ethics as it intersects with leadership and communication from both personal 
and organizational perspectives. The first half of the course examines personal ethical 
development and decision-making focusing on the personal character of the leader and his or her 
ability to make decisions and take actions that can be considered to be good and right.  

The second half of the course centers on a variety of moral dilemmas that exist in organizations 
and societies. Students gain a deep understanding of the complexity of such moral dilemmas and 
how they might be engaged through critical analysis and application of ethical principles. 
Students will be asked to apply ethical decision making tools and principles to leadership and 
communication issues throughout the course.  

OBJECTIVES: 

Recognize ethical issues and: 

• Articulate personal values  

• Articulate organizational values 

• Articulate multiple world views  

• Analyze ethical dilemmas present in organizations 

Demonstrate decision making informed by social justice concepts, communication and applied 
leadership ethics: 

• Make ethical decisions independently in line with social justice 

• Make ethical decisions in collaborative forums in line with social justice  

• Develop a plan to communicate ethically and practice ethical leadership 

KEY MATERIALS: 

Arnett, R. C., Fritz, J. M. H., & Bell, L. M. (2008). Communication ethics literacy: Dialogue and 
difference. Sage Publications.  

Barton, G., & Jerry, M. (2013, June 10). In note, Snowden explains why he leaked secrets. The 
Washington Post. http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/

http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.aa3f0804-d13b-11e2-a73e-826d299ff459&site=ehost-live


login.aspx?direct=true&db=nfh&AN=wapo.aa3f0804-d13b-11e2-
a73e-826d299ff459&site=ehost-live 

Brown, M. E. & Mitchell, M. S. (2010). Ethical and unethical leadership: Exploring new avenues 
for future research. Business Ethics Quarterly, 20(4), 583-616. 

Brown, M. E., & Trevino L. K. (2006). Ethical leadership: A review and future directions. 
Leadership Quarterly 17, 595-616. 

Cabe, D., & Lundberg, K. (2014). Covert activity: the Washington Post, Edward Snowden and 
the National Security Agency. Retrieved from Columbia University, Columbia Case 
Consortium Web site:  http://ccnmtl.columbia.edu/projects/caseconsortium/casestudies/
147/casestudy/files/global/147/WaPost%20Snowden%20final%20102314.pdf(18 pp.) 

Cover, R. (2013). Undoing attitudes: subjectivity and ethical change in the Go Back to Where 
You Came From documentary. Continuum: Journal of Media & Cultural Studies, 27(3), 
408-420. doi:10.1080/10304312.2013.772107 

Crossan, M., Mazutis, D., & Seijts, G. (2013). In Search of Virtue: The Role of Virtues, Values 
and Character Strengths in Ethical Decision Making. Journal of Business Ethics, 113(4), 
567-581. 

Fackler, K. B. Richardson, P. J. Kreshel, & R. H. Woods (Eds.), Media ethics Pearson new 
international edition: Cases and moral reasoning (pp. 1-22). Pearson Higher Ed. 

Gentile, M. C. (2010). Giving voice to values: How to speak your mind when you know what is 
right. New Haven, CT: Yale University Press. 

Johnson, C. E. (2016). Organizational ethics: A practical approach (3rd ed.). Thousand Oaks, 
CA: SAGE Publications.   

May, S. (2006). Case studies in organizational communication: ethical perspectives and 
practices. Thousand Oaks, CA: Sage Publications. 

Six months of revelations on the NSA. (2013, December 24). The Washington Post. http://
proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?
direct=true&db=nfh&AN=wapo.a90e5f42-6c0f-11e3-b405-7e360f7e9fd2&site=ehost-
live  

  

ORGL 515 – LEADERSHIP & HUMAN POTENTIAL 

http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.aa3f0804-d13b-11e2-a73e-826d299ff459&site=ehost-live
http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.aa3f0804-d13b-11e2-a73e-826d299ff459&site=ehost-live
http://ccnmtl.columbia.edu/projects/caseconsortium/casestudies/147/casestudy/files/global/147/WaPost%2520Snowden%2520final%2520102314.pdf
http://ccnmtl.columbia.edu/projects/caseconsortium/casestudies/147/casestudy/files/global/147/WaPost%2520Snowden%2520final%2520102314.pdf
http://ccnmtl.columbia.edu/projects/caseconsortium/casestudies/147/casestudy/files/global/147/WaPost%2520Snowden%2520final%2520102314.pdf
http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.a90e5f42-6c0f-11e3-b405-7e360f7e9fd2&site=ehost-live
http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.a90e5f42-6c0f-11e3-b405-7e360f7e9fd2&site=ehost-live
http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.a90e5f42-6c0f-11e3-b405-7e360f7e9fd2&site=ehost-live
http://proxy.foley.gonzaga.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=nfh&AN=wapo.a90e5f42-6c0f-11e3-b405-7e360f7e9fd2&site=ehost-live


OVERVIEW: 

Continuous innovation is critical to organizational health and happens when we find the keys to 
unlocking human potential. In this course, you will learn how to reframe attitudes and unlock 
creativity to find solutions to challenges in a whole new way. Tap into your own ability to 
facilitate change and engage those around you to come up with new ideas. You will learn tools to 
address the frustrations sometimes present in group dynamics in any organization, including 
school groups, community organizations and fortune 500 companies. You will become familiar 
with the following strategies and interventions: design thinking, growth mindset, appreciative 
inquiry summit, future search, open space, and world café that will help you create healthy 
interactions and organizational culture focused on growth. 

OBJECTIVES: 

• Differentiate multiple organization development interventions that support individual and 
organizational growth  

• Analyze the application of organization development interventions, considering factors 
including presenting issues and organizational fit.  

• Construct an organizational development intervention to enhance organizational health 
and human potential.  

KEY MATERIALS: 

Coghlan, D. Brannick, T. (2014). Doing Action Research in Your Own Organization. SAGE 
Publications Ltd; Fourth edition. 

Liedtka, J., Ogilvie, T. & Brozenski, R. (2014). The Designing for Growth Field Book: A Step-
by-Step Project Guide. Columbia Business School Publishing. ISBN-10: 023116467X; 
ISBN-13: 978-0231164672  

Stavros, J. M., Torres, C., & Cooperrider, D. L. (2018). Conversations Worth Having: Using 
Appreciative Inquiry to Fuel Productive and Meaningful Engagement. Berrett-Koehler 
Publishers  

  

  

  



ORGL 517 – ORGANIZATIONAL CHANGE & TRANSFORMATION 

OVERVIEW: 

Students will be exposed to the concepts of organizational change, health, and transformation. 
After developing a profile of a healthy organization, students will use this as a guide, practicing 
methods of organizational diagnosis and intervention.  

This course will provide opportunities to consider tools that support alignment of people around 
new ways of doing things. Students will have the opportunity to gain confidence and 
competencies in leading change and conclude with action planning specific to each individual.  

Leading change is a critical skill for organizations in achieving their goals, mission, and vision. 
Building on theories from change management, we will explore how different situations require 
different approaches but have common foundations. 

OBJECTIVES: 

• Analyze models for leading change 

• Develop steps to align key stakeholders in a leadership team 

• Design tactics to engage an entire organization in change                                                    

• Create a human centric action plan for change  

 KEY MATERIALS: 

Auster, E.R. & Hillenbrand, L. (2016). Stragility: Excelling at Strategic Changes. Toronto, CA: 
University of Toronto Press. Kindle Edition.  

Cawsey, T. F., Deszca, G., Ingols, C. (2012). Organizational change: An action-oriented toolkit. 
Thousand Oaks, Calif: SAGE Publications. Kindle Edition.  

ExperienceChange. (2016, June 2). Change Theory. ExperiencePoint Inc. Retrieved from https://
www.experiencepoint.com/experience-change/ 

Garvin, D. A., & Roberto, M. A. (2005). Change through Persuasion. Harvard Business Review, 
83(2), 104-112.  

Prosci. (n.d.). The Prosci ADKAR Model. Retrieved from https://www.prosci.com/resources/
downloads 

https://www.experiencepoint.com/experience-change/
https://www.experiencepoint.com/experience-change/
https://www.prosci.com/resources/downloads
https://www.prosci.com/resources/downloads

