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Quality Approaches
in Education

Note From the Editor
Elizabeth A. Cudney

A key task for educators is preparing students to meet 
ever-changing industry needs and technological advances 
while empowering them to become independent learners. 

This issue highlights the intersection of industry and aca-
demia through innovative approaches and best practices to 
prepare students to meet the competencies and expectations 
for various industries and careers.

This issue is comprised of four articles that illustrate the 
breadth of quality applications to prepare students for the 
workforce. The first article, by Bruce DeRuntz, Rhonda 
Kowalchuk, Joseph Narusis, and John Nicklow, addresses 
the application of the Hoshin Kanri X-matrix to the management of a large-scale 
leadership development program to improve the efficacy and motivation of program 
participants. By engaging students in this approach, they are able to understand their 
responsibility within an organization and improve leadership, organizational manage-
ment, and communication skills. The next article by Thomas Gainey analyzes the 
role of senior surveys in driving decisions for continuous improvement and advancing 
the quality of an academic unit. In particular, assessment and accreditation, student 
progression, student career success, and faculty motivation are addressed. The third 
article by Iris Gersh provides a methodology for curriculum assessment in hospital-
ity management programs by benchmarking highly rated programs and conducting 
surveys and interviews of industry and academic professionals. The research high-
lights the need for academics and industry professionals to work together to determine 
the skill set and experiential activities necessary for students to achieve success in 
industry. The final article by Cassandra Elrod, Sarah Stanley, Elizabeth Cudney, and 
Cui Zou discusses a similar disconnect between industry and academia. Through an 
extensive survey of industry practitioners in all aspects of supply chain management, 
the research assesses the differences in perceptions and expectations of professionals, 
which provides a means for improving an MBA curriculum. 

These articles illustrate how quality approaches can be used in all facets of education 
to enhance curriculum and better prepare students for the critical skills needed in indus-
try upon graduation while also improving student learning and engagement. 

Elizabeth Cudney, Ph.D. is an associate professor in the Engineering Management and Systems 
Engineering Department at Missouri University of Science and Technology. In 2014, Cudney was 
elected an ASEM Fellow. In 2013, Cudney was elected as an ASQ Fellow. She was inducted 
into the ASQ International Academy for Quality in 2010. She received the 2008 ASQ A.V. 
Feigenbaum Medal and the 2006 SME Outstanding Young Manufacturing Engineering Award. 
Cudney has published six books and more than 60 journal papers. She holds eight ASQ certifica-
tions, which include ASQ Certified Quality Engineer, Manager of Quality/Operational Excellence, 
and Certified Six Sigma Black Belt, amongst others. Contact her at cudney@mst.edu.
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Hoshin Kanri X-Matrix: Organizational 
Management Tool Successfully Implemented in an 
Engineering Leadership Development Program
Bruce D. DeRuntz, Rhonda K. Kowalchuk, Joseph D. Narusis, and John W. Nicklow

Abstract
The Hoshin Kanri X-matrix has been used in quality management systems in engineer-
ing to improve the efficiency of manufacturing and business processes. The X-matrix was 
adapted from this field and used to effectively manage a large-scale leadership development 
program. In this unique application, the X-matrix was applied to improve the efficacy as 
well as the motivation of leadership development program participants. The implications 
of integrating the X-matrix into a technical leadership development program are many 
as it becomes a motivational tool that helps participants relate their efforts to become a 
leader and its impact on their chosen student organization. It also expands participants’ 
understanding of their responsibilities to the larger organization as well as leadership com-
munication abilities. Finally, it develops their skills in using a valuable organizational 
management tool that can be applied throughout their professional careers. 

Keywords
Leadership, Project Management, Strategic Management, Quality Tools,  
Change Management  

Strategic Planning and Motivation
The use of Hoshin Kanri, a Japanese style of strategic planning or policy deployment, 

has increased in recent years (Docherty, 2013). The term “Hoshin Kanri” was first coined 
by a Japanese organization, Bridgestone Tire Company, in 1965. Hoshin literally trans-
lates to shining metal and Kanri literally translates to management. These words help to 
describe their system as a “vision compass” used to keep everyone working on the same 
objectives in the same direction (Docherty, 2013). Hoshin Kanri is a method of strategic 
management that focuses on a few key goals for success. The process also aligns organiza-
tional activities to these goals and utilizes two-way input from all employees when creating 
an organizational plan. Finally, key metrics are used to measure progress toward set objec-
tives. The Hoshin Kanri process allows organizations to focus on continuous improvement 
that provides the ability to adapt to change. 

Hoshin Kanri is just one of many strategic planning methods. The works of Juran 
(1964), Ansoff (1969), Mintzberg (1994), and Porter (1996), respectively discuss other 
similar methods relating to incremental process change, design/planning approach, non-
formalized strategic planning, and linking strategy with operations to create sustainable 
competitive advantages. Conversely, more traditional planning structures such as strate-
gic-assumption analysis and dialectic inquiry, issue-based planning, and formal strategic 
planning can be seen by some as naive, unnecessarily bureaucratic, short-term, and inflex-
ible (Lee & Dale, 1998). 

More current strategic planning programs, such as Process Excellence, Lean Six Sigma, 
and Business Excellence, tend to train and use exemplary employees to implement new 
programs to improve efficiency. In this process, top management makes decisions that are 
then, in turn, passed down through the organization. As a result, the middle managers 

http://asq.org/edu/
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of these projects tend to feel uninvolved and less committed to 
these new programs due to their lack of input in the process. In 
order to have successful strategic planning, leaders need to be 
properly motivated, something that tends to be lacking in the 
aforementioned traditional models. Specifically, leaders have to 
believe that programs will reward and benefit them personally, 
will be more efficient than alternate approaches, and the cost of 
not implementing the new program will outweigh the cost of not 
performing normal business activities (Docherty, 2013).

Hoshin Kanri addresses leadership and employee motivation 
by combining the Deming “Plan, Do, Check, Act” (PDCA) cycle 
with a management-by-objectives strategy (Docherty, 2013). 
Most importantly, Hoshin Kanri also uses a two-way input 
system. In this system, all company objectives and their implica-
tions are discussed at every level in the organization. This allows 
ideas from the top to flow down through the organization, and 
ideas from the bottom to flow up to the top of the organization. 
This input system helps to improve commitment of all employ-
ees to the program and organization. This process is known as 
“catchball” and helps to ensure that organizational plans and 
goals are both realistic and feasible at all levels (Docherty, 2013). 

Hoshin Kanri Process
Hoshin Kanri has also been defined as “a system of man-

agement in which the annual policy set by a company is passed 
down through the organization and implemented across all 
departments and functions” (Kondo, 1997, p. 242) and as a 
“target-means deployment” (Watson, 1991). Yet these defini-
tions fail to address the feedback and PDCA cycle that is crucial 
to successful Hoshin Kanri implementation. A more complete 
definition of the Hoshin Kanri process can be found in the work 
of Eureka and Ryan (1990):

“Deploy and share the direction, goals, and approaches of 
corporate management from top management to employ-
ees, and for each unit of the organization to conduct work 
according to the plan. Then, evaluate, investigate and 
feedback the results, or go through the cycle of PDCA 
continuously and attempt to continuously improve the 
performance of the organization.” (p. 154)

Unlike other strategies, Hoshin Kanri has received less 
attention from researchers despite its use by many well-known 
organizations during the 1990s, such as Hewlett-Packard 
(Whiting, 1990); NEC Japan (Smith, 1994); Procter and Gamble 
(Zairi, 1994); Xerox (Leo, 1996); as well as Toyota, Bank of 
America, and Danaher (Docherty, 2013). Throughout the past 
ten years, more organizations are beginning to implement the 
Hoshin Kanri approach due its profitability in other companies 

and the need to cut costs in difficult financial times. Since 2010, 
more than 50 new organizations, including Pfizer and Bayer, 
began to adopt this style of strategic planning (Docherty, 2013). 

Based on the observations of Japanese companies (Dale, 1990), 
Hoshin Kanri starts with a presidents’ meeting to determine a 
management policy plan. In this meeting, the presidents create 
a new plan to improve the organization based on the assessment 
of the previous year. This first stage is known as the Plan step in 
the PDCA cycle. The Check phase is also implemented at this 
stage when comparing the company’s actual status to previous 
projections. This plan is then debated at each level of the orga-
nization until a consensus is reached, also known as catchball. 
The new plan is carefully implemented during the next six to 
eight weeks. This is known as the Do stage of the cycle. During 
this time, all actions are carefully recorded (Check phase) and 
corrected if necessary (Act phase). But most importantly, these 
results are publically placed through the workplace in order to 
show employees the fruits of their efforts and the organization’s 
progress. Evaluating new policies and implementing future poli-
cies as part of the PDCA cycle continuously occurs depending 
on the needs of an organization and various employees.

This process has also been described by Akao (1991). 
Dr.  Yoji Akao developed the X-matrix based on the Hoshin 
Kanri strategic planning process. First, the organizational mis-
sion and vision determined by upper management is known 
as the “what” of the X-matrix. The “how” is then negotiated 
between upper and middle management. Middle management 
then negotiates with implementation teams on how progress 
toward the “what” will be measured. Next, implementation 
teams receive the power to schedule and manage day-to-day 
activities. Finally, upper management reviews the progress 
made by the implementation teams.

Policy deployment helps provide a transition between the 
Plan and Do stages of the PCDA cycle. When studying this 
cycle at Harris Semiconductor (USA), Robinson (1994) stated 
the process “embraces the concept of empowerment as a balance 
between alignment of activities to the goals and the freedom 
people have to take action. The ultimate purpose of this process 
is to empower people to make meaningful improvements.” (p. 9)

The X-matrix is a main tool in Hoshin Kanri policy 
deployment. The X-matrix presents an immense amount of 
information in a concise and easily understandable way once 
employees are shown how to use it. This tool makes it clear 
to employees what they need to accomplish and how it relates 
to the organization’s overall vision and goals as well as their 
personal goals. The X-matrix also shows how the performance 
measures will be tracked and who is responsible for implement-
ing programs and activities.

http://asq.org/edu/
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Leadership Development Program 
The Leadership Development Program (LDP) was cre-

ated in 2006 in the College of Engineering at Southern 
Illinois University (SIU) Carbondale with the support from 
Advanced Technology Services (ATS) and later, the National 
Science Foundation. The need for engineering and technology 
graduates with strong leadership skills is becoming more rec-
ognized and supported by industry (Gordon, 2012). Members 
of the LDP are primarily community college transfer students 
seeking a bachelor’s of science degree in an engineering or tech-
nology discipline. The LDP is a rigorous two-year training 
program that teaches students character, interpersonal skills, 
team-building, and leadership skills. LDP participants have 
expressed an interest in developing technical leadership skills 
and were selected for the scholarship and training program 
through a competitive process that examined their leadership 
achievements. Twenty-five students have participated in the 
LDP since fall 2010. In 2013, the group had 12 members. The 
students represent a cross-section of two technology and five 
engineering majors in the College of Engineering.

The Hoshin Kanri X-matrix was adapted from quality man-
agement systems used in engineering to effectively manage a 
large-scale leadership program, teach students how to use this 
important tool, quantitatively demonstrate the efficacy and 
impact of a leadership development program, and improve grad-
uation rates among participants. The X-matrix has already been 
shown to improve retention rates among engineering students 
(Veenstra, 2008). Unlike previous mostly system-based applica-
tions, the X-matrix was also used as a motivational tool. The 
X-matrix offers a visual plan for how participants’ seemingly 
unrelated hard work all translates into achieving their shared 
vision. Use of a vision to motivate the actions of others was 
already a strong theme of the LDP through Kouzes and Posner’s 
Leadership Challenge model (Kouzes & Posner, 2006).

Motivating Students
This article describes the fundamental process of using and 

constructing an X-matrix, and then explains how it is applied 
to achieve success in the LDP. Use of the X-matrix has several 
beneficial outcomes for LDP participants as it becomes a motiva-
tional tool that helps them relate their efforts to become a leader 
and its impact on their chosen student organization. Secondly, 
it advances their understanding regarding their responsibility 
to the larger organization, and it develops leadership communi-
cation abilities. Finally, the matrix helps cultivate participants’ 
skills in using a valuable organizational management tool 
that can be applied throughout their professional careers. The 

X-matrix achieves the first two outcomes by motivating students 
and relating relevant experience from participating in student 
organizations to the larger vision of the LDP.

When developing the LDP, the director recognized that it 
was difficult to motivate students to participate in the time-
intensive program without a shared vision or goal. Many 
traditional college students are just learning how to manage their 
time and new lives. The X-matrix shows and measures how each 
activity in the program helps them reach the shared vision and 
improve their leadership skills as part of the LDP. This tool acts 
as a powerful motivator for participants. The X-matrix also pro-
vides needed guidance and feedback for students as they begin 
to better understand leadership and compare its actual practice 
to their preconceived notions. Beyond providing motivation and 
vision for each activity in the LDP, the X-matrix also teaches 
participants how to properly lead and manage an organiza-
tion or project. Engineering and leadership education tends to 
be greatly improved when students apply their technical skills 
and knowledge to complicated real-life scenarios, such as par-
ticipation in internships and student organizations (Cress, Astin, 
Zimmerman-Oster, & Burkhardt, 2001; Dugan & Komives, 
2007; Lozano-Nieto, 1998).

Applying the X-Matrix to 
Leadership Development

This section of the article addresses the final two outcomes 
associated with using the engineering management tool. Many 
organizations create a vision and mission statement every one 
to five years to remind its members of the organization’s pur-
pose, direction, and values. In pursuit of the vision and mission, 
organizational leaders create strategic objectives in response to 
current economic and technological environments. Leaders then 
pass these objectives down through the organization as each 
division does its part to help reach the strategic goals. The use of 
this tool in the LDP helps leaders communicate and relate their 
vision to all activities. It also gives LDP participants the practice 
needed to successfully apply the X-matrix to organizations in 
their future careers.

Many organizations struggle to connect strategic goals to 
tactical execution in pursuit of the strategic plan and vision. 
The Hoshin Kanri X-matrix offers groups a methodical, visual, 
logical, and quantitative system to organize and assess immense 
strategic initiatives. Large organizations can also use it to plan 
projects that align with their vision and mission statements. It 
can be difficult for large groups to keep sight of its vision as it 
organizes the variety of actions needed to successfully orches-
trate a large group, such as the LDP. The X-matrix breaks down 
the vision into incrementally smaller tasks and then assigns these 

http://asq.org/edu/
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items to specific people or resources, similar to how project plans 
use a work breakdown structure. Microsoft Excel is typically 
used to record and compute all relevant data and activities in 
pursuit of attaining the organization’s vision.

It is important to use SMART goals when instituting key 
strategic objectives. SMART is an acronym that stands for goals 
that are Specific, Measurable, Assignable, Realistic, and Time-
specific. If the SMART format is not used, it becomes extremely 
difficult, if not impossible, to complete the following steps of the 
X-matrix. For example, if goals are not measurable or assignable, 
steps four and five of the matrix could not be completed. 

Constructing the X-matrix: (see Figure 1)
1.	Use the SMART goal strategy to determine key strategic 

objectives. (Doran, 1981)

2.	Create main initiatives to accomplish the key 
strategic objectives.

3.	Develop tactical actions to execute the main initiatives.

4.	 Identify or create the key metrics used to assess 
tactical actions.

5.	 Identify the resource who will have responsibility for the 
tactical actions.

The X-matrix is a powerful tool due to its ability to concisely 
organize all of an organization’s activities into a simple visual 
display. Individuals can start in any section and follow how 
activities are related at all hierarchies of the organization. All 
members of the organization can see how each activity specifi-
cally relates to the organization’s vision and mission. This makes 
it easier for leaders to communicate this vision and motivate 
members to work in the same direction.

Applying the X-Matrix to the 
Leadership Development Program

Finally, the authors discuss how the X-matrix was implemented 
in the LDP in order to improve engineering leadership and exhibit 

the efficacy of the program. In the following sections, each step of 
constructing the X-matrix as part of the LDP is explained. Due to 
the size of the LDP X-matrix graph, not all of the main initiatives, 
tactical actions, key metrics and resources are shown in Figure 2. 
A complete copy of the X-matrix can be found in the Appendix of 
DeRuntz, Kowalchuk, and Nicklow (2014).

The first step in creating the LDP’s X-matrix was to alter 
and/or reinforce the vision and mission of the LDP for current 
students participating in the program. In this step, participants 
decide and discuss why they are involved in the LDP and where 
they want to go together as members of the group. This allows 
all participants to get on the same page and create buy-in among 
the members. Participants are much more likely to have a com-
mitment to the program if there is buy-in and they have a say in 
its direction. The LDP’s vision and mission statements have been 
developed throughout the past seven years.

Vision statement:	� To become the premier university program 
that develops the United States of America’s 
future technical leaders. 

Mission statement:	� Through teamwork, we push harder, faster, 
and further than anyone thought possible, 
achieving world-class results. 

Key Strategic Objectives
Key strategic objectives are then created to reflect the LDP’s 

proficiency in achieving its vision and mission. If needed, stu-
dents have the ability to adjust key objectives, but currently 
the participants feel the established objectives, as illustrated in 
Table 1, are still timely and relevant.

Main Initiatives
Main initiatives are also known as programs or top-level 

improvement priorities. Multiple main initiatives are used to 
achieve larger key strategic objectives. In relation to the LDP, 
main initiatives are the programs needed to meet the key objec-
tives in Table 1. 

Due to space limitations, this article focuses on the key 
strategic objective of leadership and follows it through the 
entire X-matrix process. The main initiatives for leadership 
are as follows:

•	 Leading Registered Student Organizations (RSO)

•	 Indirect leadership training

•	 Leading projects

•	 Leadership training

•	 Team training

3 – Tactical 
actions

5 
– 

Re
so

ur
ce

s

2 – Main 
initiatives

Vision and 
mission

4 – Key 
metrics

1 – Key strategic 
objectives

Figure 1: X-Matrix Format
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Tactical Actions
The next step in the process creates separate tactical actions 

to achieve each main initiative. Main initiatives are comparable 
to programs, where tactical actions are comparable to projects 
within those programs. Specific projects for each program are 
reported in this section of the LDP X-matrix. The following is 
a partial list of the tactical actions that are linked to the main 
initiative of leading RSOs.

•	 Society of Automotive Engineers (SAE) Baja car

•	 American Society of Mechanical Engineers (ASME) con-
crete canoe

•	 ASME steel bridge

•	 Association of Technology, Management and Applied 
Engineering (ATMAE) robot

•	 Leadership Development Program

•	 Engineering Student Council

• ASME concrete canoe •

• SAE Baja car •

• Orientation to tutoring and the peer mentoring program	 •

• Mid- and end-of-semester evaluations •

Le
ad

er
sh

ip
 tr

ai
ni

ng

Le
ad

in
g 

Re
gi
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re

d 
St

ud
en

t O
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m
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ro
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am Tactical actions (Projects)

A
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Tu
to
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en

to
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g 
fo

rm

Ba
ja

 e
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n 

fo
rm

A
SM

E 
ev

al
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n 

fo
rm

Main  initiatives 
(programs)

LDP Vision

To become the premier university program that develops the 
United States of America’s future technical leaders.

LDP Mission

Through teamwork, we push harder, faster and further than 
anyone thought possible; achieving world-class results. 

Key metrics

Key strategic objectives

• 1. Graduation rate:	 Achieve 100% graduation rate for all LDP transfer students within 2.5 years. • •

• •
2. Leadership:	� Achieve a minimum individual score of 27 out of 30 on Student Leadership 

Practices Inventory.
• •

3. Social responsibility:	 Conduct a minimum of four service team projects per academic year.

4. Impact:	 Have a measurable positive impact on our stakeholders

5. Recruitment:	 Increase the number of applicants from 30 to 40.

6. Health:	 Have 90% of the team within the normal BMI range or its equivalent.

Figure 2: Portion of the LDP’s X-Matrix

Table 1: Key Strategic Objectives With SMART Description

Key Objective SMART Description

Graduation 
rate

Achieve 100% graduation rate of all LDP 
transfer students within 2.5 years.

Leadership Achieve a minimum individual score 
of 27 out of 30 on Student Leadership 
Practices Inventory.

Social 
responsibility

Conduct a minimum of four service team 
projects per academic year.

Impact Have a measurable positive impact on our 
stakeholders, SIUC, Carbondale community, 
ATS, and the student body.

Recruitment Increase the number of applicants from 
30 to 40.

Health Have 90% of the team within the normal BMI 
range or its equivalent.

http://asq.org/edu/
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Key Metrics
The fourth step in creating the X-matrix requires the use of 

key metrics to quantitatively evaluate each of the tactical actions 
(e.g., projects). In the current LDP X-matrix, the key metrics 
assess each project’s success. Specifically, each participating team 
member in the project rates the project leader’s performance using 
an evaluation questionnaire. The assessment questionnaires use a 
standard set of questions. But, if required, the questionnaires can 
be adapted to better assess certain projects. In the 2010-11 aca-
demic year, a six-point scale with the following labels was used: 
(5) Perfect, (4) Almost perfect, (3) Some improvements needed, 
(2) Many improvements needed, (1) Failed but completed, and 
(0) Failed and did not complete. The response scale was then 
changed to include 11 points to increase response variability and 
acquire more accurate information from participants. The fol-
lowing standard rating scale was used for most assessments after 
the first year to maintain consistent metrics.

Questionnaire rating scale:

	 10.	Perfect

	 9.	Almost perfect

	 8.	Few improvements needed

	 7.	Some improvements needed

	 6.	Above average

	 5.	Average

	 4.	Below average

	 3.	Many improvements needed

	 2.	Very many improvements needed

	 1.	Failed but completed

	 0.	Failed and did not complete

The academic evaluation used a different, more construct-
specific, six-point scale for the first two years of the project 
(2010-11 and 2011-12): (5) No worries—Class is going good 
with no major problems, (4) Could be doing better—Class is 
going ok but your understanding is not where you would like it 
to be, (3) Concerned—Class understanding and grades are low, 
(2) In trouble—Falling far behind in course work and need seri-
ous help, (1) Panicked—Class is going poorly and failure is a 
possibility, and (0) Failure—Failing or having to withdraw from 
a class due to performance.

Project team membership varied (e.g., raters) between 
15-50 members; both in terms of group affiliation and atten-
dance at the time data was collected. Data was originally 
gathered by showing the group each evaluation question and 
asking them for their individual rating. A median score for 

each question was then derived from their personal responses. 
Recognizing the potential for peer-induced bias by publicly 
revealing the ratings; evaluation questionnaire sheets (see 
Table 2) are now distributed anonymously to collect individual 
team member scores. All team member scores are then averaged 
to create a composite score for each area of the evaluation, such 
as leadership or preparation. The scores from each section are 
then averaged to create a total composite for the project. This 
composite is then the number recorded in the key metrics sec-
tion of the X-matrix. When taking input from a large number 
of students to evaluate projects and leaders, it helps to create a 
less subjective and more complete assessment. 

Table 2 shows how the key metric associated with the ASCE 
steel bridge competition from the 2013-14 school year was 
recorded. Value was assessed to have a perfect score of 10 since 
the team was able to learn valuable skills that will benefit them 
now and in the future. Quality had the lowest rating in this eval-
uation with a score of eight (e.g., Few improvements needed), 
indicating that the team felt the quality of the work was close to 
what they expected, yet they still could have done better.

Efficacy of the Leadership 
Development Program

In order to measure the overall efficacy of the LDP, the means 
from each key metric were first aligned with their corresponding 
key objectives to create cumulative means. Then the cumulative 
means for each key objective were averaged to create an overall 

Table 2: �Example of the Evaluation Questionnaire for 
ASCE Steel Bridge Competition

Area Definition
Assessment 

Rating

Timely Were all meetings attended (on 
time) by members or proxy?

9

Engagement Did the members engage others? 9

Value Were the lessons worthwhile? 10

Preparation Were the members prepared for 
the meetings?

9

Leadership How well was the Engineering 
Student Council (ESC) influenced 
by our members?

10

Quality Did we exceed the quality of 
work expected?

8

Mean 9.17
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mean for each year. The overall mean represents the LDP’s prog-
ress in achieving its mission and vision. The decision to change 
from a six-point scale to an 11-point scale was done to increase 
response variability to provide a more valid and accurate assess-
ment of the efficacy of the LDP throughout the years.

The progressive improvement of the overall means across the 
years of implementation indicates a general increase in the effi-
cacy of the program. Prior to implementing the X-matrix, the 
assessment of the program’s students was highly subjective. Use 
of cumulative evaluation of a project team leader by the team 
members greatly improved the assessment of the program. This 
type of evaluation is more objective and provides more accurate 
results. The program director also instructed all raters to be 
critical and objective when assessing leaders in order to prevent 
biased and/or inflated assessment ratings. 

The key metrics (e.g., rating scale and evaluation items) can 
be easily modified and adapted to quantitatively evaluate any tac-
tical actions (e.g., projects) when using the X-matrix to evaluate 
the efficacy of a program. We chose to examine an overall mean 
rating across key objectives throughout the years of implementa-
tion to judge the effectiveness of the LDP. However, examining 
mean ratings for each key objective throughout the years may be 
an alternate way of evaluating efficacy. 

Conclusion
The Hoshin Kanri X-matrix for strategic planning is an incred-

ibly powerful tool for organizing, communicating, and executing 
the mission, vision, goals, and strategic actions of a large orga-
nizational initiative. There are many benefits of integrating the 
X-matrix into a technical leadership development program as it 
becomes a motivational tool that helps participants relate their 
efforts to become a leader and its impact on their chosen stu-
dent organization. It also develops participants’ understanding of 
their responsibility to the larger organization and expands leader-
ship communication abilities. Finally, the X-matrix helps develop 
skills in using a valuable organizational management tool that 
can be applied throughout a professional career.

In the future, LDP students can apply the successful practices 
of the X-matrix to other student organizations, ranging from 
student project teams to the undergraduate student government. 
Not only do students benefit from learning such a valuable orga-
nizational tool, but they also genuinely appreciate the enhanced 
communication and planning it brings to their organizations. 
Additionally, the authors plan to implement the X-matrix in the 
creation of a university-wide leadership development center. By 
using the X-matrix, the students, their organizations, and the 
leadership center will be able to effectively evaluate and achieve 
their stated goals.
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