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LEADERSHIP FOR SOCIAL CHANGE PROGRAM OVERVIEW 
 
Leadership for Social Change (LFSC) is a key part of Theatre Puget Sound’s overall commitment to 
equity, diversity, and inclusion. In partnership with Carmen Morgan, Director of artEquity, TPS will 
launch a regional cohort of approximately 12 theatres who will create a dynamic, peer-learning 
community to develop and execute action plans to strengthen their organizational commitment around 
issues of equity.   
 
The LFSC curriculum has a three-pronged approach that focuses on the following: 1) personal 
development and analysis building around identity, social location, language, privilege, and power 
dynamics, 2) organizational and institutional development to advance equity, diversity, and inclusion; and 
3) collective impact on a regional level. All three components are integral in understanding and 
interrupting larger systemic and organizational barriers, as well as understanding privilege and how to be 
better allies. LFSC theatres will be encouraged to take on leadership roles within their region and broader 
field; be creative and innovative problem-solvers; boldly try out new ideas and initiatives; and share best 
practices and learnings with the broader community.   
 
This intensive approach not only creates a climate within each individual theatre whereby institutional 
change is more likely to take hold but also adds significantly to the collective impact and regional and 
national momentum of equity, diversity, and inclusion efforts already taking place. LFSC participants 
develop and fine-tune action plans for their organizations while providing a structure of support and 
accountability for each other. Participants engage in skills-building opportunities through webinars and in-
person convenings. Throughout the 12-month cohort, participants will work together addressing a wide 
range of issues and topics.  
 
The first 12-month cohort will launch in September 2016. Theatres selected for the inaugural cohort will 
be made up of a diverse cross-section of theatre from the field. 
 
The LFSC curriculum was created by Carmen Morgan, and the first cohort will be led by her. 
 
LEARNING OBJECTIVES 
 
Although LFSC only convenes a few times per year, it is nonetheless a significant time investment for 
participants. Personal, organizational, and regional change require sustained effort and attention, and the 
peer-learning structure of the LFSC provides a forum for shared accountability and benchmarking 
progress. What follows are some examples of what participants will accomplish together over the 12 
months. By the end of their time, participants will have 

• attended as many of the convenings and webinars as possible, disseminating the learnings within 
their organizations; 

• strengthened their personal analysis of identity, social location, privilege, and unconscious bias; 
• dedicated time to skills building – core competencies, language, tools, and effective strategies;  
• undergone an organizational analysis to evaluate the inclusivity of their institution and the 

diversity of their board and staff; 
• learned how to create equity, diversity, and inclusion action plans for their organizations and put 

them into practice; 
• worked on projects related to regional equity, diversity, and inclusion issues; 
• taken collective action to advance equity, diversity, and inclusion at a regional level;  
• committed to being a leader for social change, removing structural barriers and equalizing power 

at the personal, organizational, and regional levels; and 
• determined useful ways for theatres who are ready for action to connect beyond LFSC to provide 

mutual support and accountability to each other. 
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PROGRAM FEATURES 
 

§ Resource Networks: 
o Broad peer-learning community: LFSC members become a part of a regional 

network learning together, providing support, holding each other accountable, and 
leading in the area of equity, diversity, and inclusion. 

o Learning teams: Designed to foster creative opportunities, resource sharing, and 
collaboration that can be enhanced through deeper intimate relationships and trust 
building. 

 

§ Webinars: Resource sharing and skills building are core components of LFSC. As such, 
participants will gain resources and skills in a variety of areas, both in person and through the 
strategic use of webinars. 
 

§ LFSC Peer-Learning Sessions: An opportunity to assess and discuss regional trends, share 
lessons learned/best practices, and continue peer learning.  
 

§ Intensive Skills-Building/Analysis-Building Sessions: While webinars, and peer-learning 
sessions will play an important role in the learning process, participants will also experience two 
intensive retreats and a community summit. These sessions will focus on personal, organizational, 
and regional analysis and capacity building. These intensive sessions will provide an opportunity 
for deeper learning through interactive processes and opportunities for practical application. 

 
ANTICIPATED OUTCOMES 
 

The progress of LFSC will be noted by some of the following outcomes: 
• Coordinated diversity and inclusion efforts among a diverse cross-section of theatres from 

the region. 
• New theatre-specific tools, resources, and documented best practices to support ongoing 

equity, diversity, and inclusion regional initiatives. 
• Deep learning and capacity building for theatres leading equity, diversity, and inclusion efforts. 
• Peer learning and support around regional, national, and issue-specific topics. 
• A growing network of theaters leading the charge for greater equity, diversity, and inclusion in 

the arts. 
 

PARTICIPANT EXPECTATIONS 
 

Leadership for Social Change recommends participation of at least two individuals from the organization 
throughout the 12-month training program. Each participant should expect to spend an average of 6 
hours each month of meetings and preparation time between September 2016 and August 2017. 
 
Attendance at the sessions below will be a required component of time commitment to this program. 
 
TIMELINE 
 

The following timeline includes a rough schedule of LFSC activities. Specific dates will be added, and 
additional changes made, after the launch in August.. 

• May 2016: Announce/Promote Opportunity & Solicit/Review Registration Submissions 
• June 8-9: Informational Meeting/Submission Info/Topic and Mini Workshop led by Carmen 

Morgan 
• June - July 15: Submissions Open – Please submit your Statement of Interest by 

completing the Google Form at http://tinyurl.com/LFSC-16-17. 
• August 22: Participant Notification 
• September 22-25: Retreat #1 w/Carmen Morgan 
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• November 2016: Cohort Peer Learning/Workshop Opportunity 
• January 2017: Cohort Peer Learning/Workshop Opportunity 
• February 2017: Cohort Peer Learning/Workshop Opportunity 
• March 2-5, 2017: Retreat #2 w/Carmen Morgan 
• May 2017: Group Progress Check-in/Peer Learning 
• June 2017: Facilitated Webinar w/Carmen Morgan 
• August 3-6, 2017: Non-Retreat w/ Carmen Morgan. Next Steps evaluation and Community 

Summit report out 
 

FREQUENTLY ASKED QUESTIONS 
 

Who should I submit as our two core participants? We ask that the core participants have the 
personal commitment and institutional support needed to make change at their organizations and beyond. 
We believe that someone with personal commitment prioritizes equity, diversity, and inclusion as central to 
their work both within and beyond their organization. We define institutional support as the capacity to 
affect significant organizational change, through either positional power or clearly defined organizational 
support. While everyone will come to the process from a different place in this work, we believe that a 
shared combination of personal commitment and institutional support empowers true progress. 
 

Can one of our participants be a trustee? While we recognize the importance of the board in 
advancing change, the LFSC curriculum is designed for staff members. LFSC will provide participants with 
tools for engaging the board in this work. If there is a reason you want a trustee to participate, please 
contact Karen Lane with your thoughts. 

 

I'm totally new to this conversation. Will I feel lost or excluded? We believe the work is 
strengthened by having a diversity of experience within the cohort, as this mirrors the diversity found at 
our organizations and in the field itself. 

 

I've been doing equity, diversity, and inclusion work for many years. Is LFSC for me? While 
some of the analysis-building may be familiar to you, the LFSC is also an opportunity to develop the 
relationships necessary to advance the work at the personal, organizational, regional, and field-wide 
levels. We welcome the experience of those who have been doing equity, diversity, and inclusion work 
for many years, especially those from communities and organizations of color or other underrepresented 
communities. These voices are essential for the work of this initiative to have integrity. 

 

What costs are associated with LFSC? There is a general participation fee of $350 per person. With 
support from the Seattle Office of Arts & Culture, 4Culture, and ArtsWA, TPS will be able to subsidize 
some participant fees up to $100, with priority consideration given to smaller-budget theatres, 
underrepresented individuals and organizations, or multiple team members.  
 

SPECIAL THANKS TO OUR SPONSORS 
 
 

 


