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About the SKILLSETS Leadership Project

SKILLSETS is a centrally-managed suite of professional development 
workshops for graduate students and post-doctoral fellows. The suite 
is jointly hosted by Graduate and Postdoctoral Studies and Teaching 
and Learning Services. To complement the research training provided 
by the academic experience at McGill, SKILLSETS workshops provide 
more general transitional/professional skills recommended for training 
high quality personnel. These programs are run by SKILLSETS and its 
partners throughout the University.

The SKILLSETS Leadership Project is supported by a grant from Entente 
Canada-Québec relative à l’enseignement dans la langue de la minorité 
et à l’enseignement des langues seconds. The Canada-Québec Entente 
stems from the law on official languages that promotes the two 
official languages, French and English. The Entente’s objective is to 
give support to the minority language in a province (e.g., English in 
Québec), to reinforce cooperation between provinces, and to facilitate 
the dialogue between Québec’s two linguistic communities. 

About the Leadership Workshop Series

The Leadership Workshop Series is a set of seven workshops featured 
in the SKILLSETS professional development program designed for 
graduate students:

     1)  Foundations of Leadership
     2)  Navigating Emotional Intelligence
     3)  Leading Teams for Success
     4)  Motivating and Inspiring as a Leader
     5)  Managing People’s Performance
     6)  Solving Problems and Seeing the Big Picture
     7)  Professional Negotiation Skills

The series was collaboratively developed by McGill’s SKILLSETS and 
Concordia University’s GradProSkills. The learning objectives for each 
workshop were created based on a needs assessment targeting PhD 
students, including data and questionnaires from graduate students 
and employers. From this information, the leadership skills that 
form the foundation of the series were also identified. Overall, the 
Leadership Series aims to introduce graduate students to the general 
concept of leadership, and to provide an overview of the different skills 
that are crucial to leading successfully.
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By participating in the workshops, you identify the relevance of 
leadership in your career path or everyday life, assess your strengths 
and weaknesses, are encouraged to reflect, and have the opportunity 
to begin to conceptualize concrete plans for achieving growth. You 
also learn to identify your leadership style, set the direction for a group, 
and promote teamwork using techniques for conflict resolution and 
effective management of change.

Each two-hour workshop engages you in active learning, group 
discussion, and reflection, as you begin the process of cultivating 
the skills you need to be a confident and capable leader. Over the 
course of the seven workshops, you receive a variety of tools and 
strategies that aim to aid you in putting your leadership skills into 
practice. It is the goal of this manual to enable you to reflect upon your 
development and track your progress as you work on improving your 
leadership skills.

Experiential Learning – Why reflect?

Reflection is a purposive activity of thinking and involves serious 
consideration. Experiential Learning refers to the active process 
of learning by doing, in a mindful and intentional manner. Hence, 
reflection is an essential aspect of Experiential Learning because it is 
the essential process which transforms experiences into genuine and 
lasting learning.

“Experiential Learning occurs when carefully chosen experiences are 
supported by reflection, critical analysis and syntheses.”

 - Association for Experiential Education

This workbook is designed to help you reflect and learn from your 
experience as a leader, your insight into yourself, and your interactions 
with others in the workshops and the outside world. To facilitate this 
process, we will ask you to think critically about your learning and 
answer questions about your motivations, experiences, and goals. Our 
hope is that these exercises also help you to be intentional about your 
leadership development and to the make the most of your experience 
as a participant in the Leadership Workshop Series.
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Learning Objectives

Leadership Development
     •  Reflect on your own leadership skills, styles, and abilities
     •  Develop how leadership is relevant to your career path and 
         personal goals
     •  Begin the process of self-initiated leadership development

Self-awareness
     •  Reflect upon your own leadership identity
     •  Articulate and self-assess personal skills and abilities
     •  Acknowledge personal strengths and weaknesses

Intellectual Growth
     •  Employ critical thinking skills in a variety of contexts
     •  Make strong connections between curricular and experiential 
         learning
     •  Use complex information from a variety of sources including 
         personal experience and observation to form a decision or 
         opinion

All the best with your 
leadership development experience!
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Initial Reflection

What does leadership mean to you?

What are your intentions going into this workshop series?

Have you been involved in leadership development activities before? 
What did you do? What did you learn about yourself?

What do you hope to gain from this experience?

How might leadership development impact you in your current and/or 
future professional role(s)?

What do you want to be able to say when you look back on your 
experience as a participant in the Leadership Workshop Series?
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Identifying Skills: Here and Now
Take stock of your skills by filling in the table below. 

For inspiration, take note of the list of leadership skills on page 17.

Skills I currently 
possess Skills I want to hone New skills to 

develop

Taking all of the above responses into account, summarize your 
personal goals for leadership skill development below.

My personal goals are:

1.
  

2.
  

3.
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Workshop #1: 
Foundations of Leadership

What did you learn in this workshop?

How does the workshop content impact your practice as a leader?

How does what you learned in this workshop relate to your personal 
and/or professional goals?

What have you learned about yourself as a leader?

What do you want to work on further?
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Workshop #2: 
Navigating Emotional Intelligence

What did you learn in this workshop?

How does the workshop content impact your practice as a leader?

How does what you learned in this workshop relate to your personal 
and/or professional goals?

What have you learned about yourself as a leader?

What do you want to work on further?
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Workshop #3: 
Leading Teams for Success

What did you learn in this workshop?

How does the workshop content impact your practice as a leader?

How does what you learned in this workshop relate to your personal 
and/or professional goals?

What have you learned about yourself as a leader?

What do you want to work on further?
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Workshop #4: 
Motivating and Inspiring as a Leader

What did you learn in this workshop?

How does the workshop content impact your practice as a leader?

How does what you learned in this workshop relate to your personal 
and/or professional goals?

What have you learned about yourself as a leader?

What do you want to work on further?
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Mid-Series Reflection

Thinking of what you have learned and experienced through the series 
so far, what have you been able to put into practice?

 

What have you learned about yourself?

 

What can you do at this point to enhance your leadership 
development?

 

Is there anything you would change about your initial goals on page 7?
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Workshop #5: 
Managing People’s Performance

What did you learn in this workshop?

How does the workshop content impact your practice as a leader?

How does what you learned in this workshop relate to your personal 
and/or professional goals?

What have you learned about yourself as a leader?

What do you want to work on further?
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Workshop #6: 
Solving Problems and Seeing the Big Picture

What did you learn in this workshop?

How does the workshop content impact your practice as a leader?

How does what you learned in this workshop relate to your personal 
and/or professional goals?

What have you learned about yourself as a leader?

What do you want to work on further?
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Workshop #7: 
Professional Negotiation Skills

What did you learn in this workshop?

How does the workshop content impact your practice as a leader?

How does what you learned in this workshop relate to your personal 
and/or professional goals?

What have you learned about yourself as a leader?

What do you want to work on further?
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Post-Experience Reflection

Exercise 1: Unpacking your Experience

1. Look back at how you defined leadership in your initial reflection 
on page 6. Has your view of leadership changed? How would you now 
define leadership?

 

2. How did these workshops challenge your ideas about leadership?

 

3. In a short paragraph, describe what you have learned about yourself 
as a leader.

 

4. Where do you go from here? How will you take these experiences 
and build upon them? What’s next?
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Exercise 2: Quick Skill Checklist

Now that your workshop experience is complete, reflect back on the 
“identifying skills” exercise you completed on page 7.

1. Check the box for any skill that you believe you developed or honed 
as a result of this experience.
2. Circle skills that you would like to develop and hone further.

Category Skills

Self
Leadership

q Taking initiative
q Composure
q Balance between personal and work life
q Time management
q Self-awareness
q Career management

Interpersonal

q Awareness and understanding of 
     the reactions of others
q Coordinating with others
q Negotiation
q Persuasion
q Active listening

Cognitive

q Effectively conveying information in 
     spoken communication
q Writing and reading comprehension
q Collecting and processing information
q Ability to adapt
q Ability to grasp implications of new information
q Critical thinking

Business

q Management of people
q Developing others
q Inspiring and motivating
q Managing employee performance
q Confronting problem employees

Strategic

q Planning and visioning
q Anticipating and identifying problems 
     and consequences in a system
q Evaluating alternatives objectively
q Management of material resources, operations, 
     and financial resources
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Exercise 3: Building on your Experience

Place the skills you have identified in Exercise 2 in the grid below 
according to level of ability and interest. This will help you identify the 
skills that you want to use or build on in your next activity(s).

Ability level

Interest level

0 50 100

0

100

Why do you want to further develop and hone each of the skills you 
selected?
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Take this opportunity to brainstorm activities you would like to get 
involved with to continue developing your skillset.

 

For the skills you would like to develop and hone further, what 
potential obstacles can you identify? What strategies can you 
implement as a means to overcome those obstacles? 

 

Exercise 4: Career Development

Consider how you would communicate the key aspects of this 
experience to others, especially potential employers. 

Here are some questions to help you describe your leadership 
development experiences in a cover letter and at a future interview.

1. Cover letter for a job or internship:  Write a short paragraph about 
being a leader, summarizing your actions and key skills.
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2. Job Interview: Consider these questions and write down what you 
would say.

Tell me about a time when you took initiative.

 

Describe a time when you worked as part of a team.

 

Describe a scenario where you applied effective goal-setting 
techniques.

 

How would your fellow colleagues describe you?

Describe a situation when you needed to communicate effectively.
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Talk about your weaknesses. 

 

Talk about your strengths. 
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