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Vote Today for your your Member
Interest Group Leaders of Tomorrow
Voting Closes: December 4th at 11:59 PM EST

Each year ILA’s six Member Interest Groups (MIGs) elect a new leader to serve
for the next three years as chair-elect (year one), chair (year two), and immediate
past-chair (year three). Ballots were emailed via SurveyMonkey to all members
in good standing on November 20th. If you did not receive a ballot, please
contact Membership Manager Anita Marsh immediately at membership@ila-net.
org.
The ILA wishes to thank all 18 candidates for their committment to service and
we look forward to working with all of you in the future either as chair-elect or in
some other capacity.
Learn more about these talented members by viewing a pdf of compiled
candidate statements, qualifications, and biographies.

Globalizing the ILA
Mansour Javidan, ILA Board Vice-Chair & Chair, ILA Global Expansion Task Force

The ILA has had a successful history of bridging teachers, practitioners, and
scholars of leadership from many parts of the world. Its annual conferences
attract participants and presenters from various countries — including more than
50 in Barcelona earlier this year — and its wide range of activities engage people
from across the globe. So, aren’t we already “global”? Well, the ILA Board
has had many discussions about this question. The Board’s view is that while
we are proud of our accomplishments, there are still many opportunities to do
even more. That is why in the 2012-2017 strategic plan, the Board identified the
following three strategic imperatives:
Continued on page 2...
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Strategic Imperative #1: Advance the global study
and practice of leadership
Strategic Imperative #2: Develop and engage a
more global and diverse membership
Strategic Imperative #3: Strengthen ILA as a
dynamic, sustainable, global organization

Business School, UK; Andrew Simon, Executive
Director, Yellow Edge Pty. Ltd., Australia; and Éliane
Ubalijoro, Professor of Practice, Institute for the Study
of International Development, McGill University,
Canada. ILA’s CEO & President Cynthia Cherrey and
COO Shelly Wilsey are also participating.

The above imperatives can be summarized as
globalizing ILA’s activities, membership, and
organization. To this end, I was invited, as the ILA
Board’s vice-chair to chair the Board’s Global
Expansion Task Force. I am delighted to play a role in
this important initiative. I have spent the past 25 years
studying the drivers and consequences of globalization
and have worked with many organizations in the private
and public sectors who wanted to do their best to
succeed in a globalized environment. I am also thankful
to my task force colleagues for their willingness to
embark on this journey.

The purpose of the task force is to ensure that the Board
and ILA take a strategic approach to globalization
and to help them identify the best path forward. But
this work cannot be done without the direct input and
involvement of the ILA membership. It is vital for us to
ensure extensive involvement by the membership and
we’ll do our best to create such an engagement. The
first step is to conduct a brief survey of ILA members as
part of the membership survey being distributed by the
ILA Membership Committee. Our hope is to receive
many views, ideas, and insights to help us all chart our
exciting path to the globalized future.

The following Board members have also kindly agreed
to join the task force: Aldo Boitano, Executive Director,
Executive Development, Chile; Susan Murphy,
Professor and Chair of Leadership Development,
Organisational Studies, University of Edinburgh

Please be sure to complete the membership survey by
December 11th. All members were sent a survey link
(via SurveyMonkey) on November 24th. If you did
not receive your link, please contact ILA Membership
Manager Anita Marsh at membership@ila-net.org.
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Cynthia’s Corner
Cynthia Cherrey, ILA CEO & President

The first day or so we all pointed to our countries. The third
or fourth day we were pointing to our continents. By the fifth
day, we were aware of only one Earth. - Sultan bin Salman
bin Abdul-Aziz Al-Saud, Saudi astronaut

daughter Roos were
both in attendance
while UK member
Jonathan Gosling and
his daughter Miriam
co-presented at the
Responsible Leadership
Collaboratory
preconference. Roos
and Miriam, as
second generation
ILA attendees, both came to Barcelona due to their own
leadership work at Leiden University and Invisible Circus,
respectively, and not simply because their fathers were
presenting. Well done Simon and Jonathan!

As ILA’s staff packed up the final boxes at the close of the
17th annual global conference in Barcelona there were tugs
of sadness as everyone departed and sighs of relief that
everyone had departed! Mostly, however, the end of the
conference elicited feelings of elation as we all celebrated
successfully coming together with colleagues new and old.
It is often after boarding our planes or driving back to our
respective homes that we enter a time of reflection, digesting
what was learned at the conference and how these learnings
can be applied to living and working, leading and following
in a global society.

Topping those two-generation pairs was the Balda family
who brought three generations to the conference. Joanna
Stanberry began attending ILA back in 2004, when she
Keeping attuned to this year’s theme, one might ask, what
presented at our conference in Washington, D.C. After
did I learn about leading across generations and borders?
listening to her talk about ILA for
several years, her parents, Janis Bragan
The sessions that addressed the first
Balda and Wesley Balda, decided to
part of the question, leading across
get involved and, after joining and
generations, took multiple approaches
attending a number of conferences,
and used multiple lenses such as, for
Janis now serves on the ILA board
example, how mentoring contributes to
and Wesley supported the conference
leadership learning across generations
this year as a Silver Sponsor through
and the insights provided by the
the David L. Cooperrider Center for
research on Gen Z, who will be the
Appreciative Inquiry in the Stiller
fifth generation employed in today’s
School of Business at Champlain
workforce as they come of age
College. Joanna, who is the incoming
beginning in 2018.
chair of ILA’s Youth Leadership
Member Interest Group, brought
In addition to the sessions where
Roos Vroonhof (left) staffs the Public
the third generation of Baldas to the
knowledge and strategies on leadership
Leadership Member Interest Group
conference. He was a tad on the young
across generations were being shared
welcome booth with Immediate
Past-Chair Cynthia Robinson
side and with limited verbal skills, but
and discussed, we had generations of
he did attend a few conference events
leadership professionals within families
with his mother and grandparents. It is inspiring to see these
participating in the ILA conference. Jean Lipman-Blumen
families learning and leading together across generations
and her daughter Lorna Blumen have been active ILA
to improve the lives of individuals and communities
members for years, presenting in their respective areas of
worldwide.
leadership expertise at conferences and volunteering for
the ILA, but this year’s conference had some generational
additions. From the Netherlands Simon Vroonhof and his
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As I reflect on the second aspect of the theme, leading across
borders, the first of many sessions that comes to mind is one
presented by José M. de Areilza Carvajal and Martin Ortéga.
They discussed the unprecedented changes, challenges, and
opportunities brought about by the integration of Spain into
NATO in 1982 and the European Union in 1986. Another
session, led by four CEO’s, discussed the leadership
strategies and culture building needed across generational
employees and across national borders, describing the
complexities their businesses face in order to be successful
in a global workforce. Our plenary sessions also brought to
the fore the theme of crossing borders. In Friday’s keynote
conversation, for example, Jorrit Volkers, Dean of Deloitte
University Europe, Middle East, Africa, (DU EMEA), and
Gill Robinson Hickman, Emerita Professor in the Jepson
School of Leadership Studies at the
University of Richmond, discussed
collaboration across the borders of
research and practice with Volkers
articulating that the goal of DU
EMEA is to lead across nations and
borders and make an impact that
matters. Listen to audio.

geographic, and cultural boundaries to further our work on
behalf of international leadership. The tragedies in Beirut
and Paris, and the many inhumane actions around the world,
continue to demonstrate that our world has hatreds that have
yet to abate. Facing global issues with insight, compassion,
and leadership is the obligation of every one of us. We will
never eradicate every act of violence, but we can do our best
to hold ourselves to the standards of integrity, inclusiveness,
international perspectives, and impact that we value in the
ILA.
How do we take advantage of the opportunities that the
ILA global network of the foremost leadership scholars,
educators, and practitioners affords? We, who are different
from each other, who bring different perspectives and
experiences and knowledge to
the conference, yet who all have
a common interest in leadership?
Change brought about by younger
generations may hold the most
promise, but it is not our only hope.
It is within each of us to take on
leadership roles in our local and
global communities.

In our leadership work we continue
to struggle with ways to work
While the Barcelona conference
across geographic, cultural, and
contributed to our knowledge
organizational borders, to bridge
and practices of leading across
those boundaries, and to work at
generations and borders, the 2016
their intersections. Over 1000 of
conference planning team now asks
us, from 53 countries, participated
“What happens next? Leading across
in the Barcelona conference. Many
borders is one step toward inclusive
of us, without thinking about it,
leadership. What are the next two,
traversed multiple borders to arrive
three, ten, ten thousand steps?” It is
Joanna Stanberry and her son engage attendees
at the conference. Yet, we have
within each of us to become more
at the opening reception while staffing the Youth
Leadership Member Interest Group welcome booth open, more malleable, more flexible,
difficulty navigating the preconceived
conceptual boundaries we place upon
and more vulnerable to taking risks.
ourselves and each other, restricting
our ability to be open to novel and different ideas, to
I encourage you to share your reflections and actions,
your research, practices, and pedagogies with each other
create new knowledge and to innovate across cultural and
during these turbulent times and to continue to deepen our
geographic boundaries. As Barcelona conference chair
knowledge and practices at the 2016 conference on The
Michael Brandenburg charged us, we need to actively seek
out new approaches, colleagues, and networks to help our
Dynamics of Inclusive Leadership. The CFP is now open.
work become increasingly global, creating a strong, positive,
and lasting impact on people everywhere.
Reference
As I write this column, the tragedies in Beirut and Paris
Sultan bin Salman bin Abdul-Aziz Al-Saud. I Congress
are fresh in my mind. These tragedies and their aftermath
of the Association of Space Explorers. Cernay, France. 2
starkly reveal the complex problems that impact all of us. In
October 1985. Remarks during opening ceremony. Retrieved
my opening remarks at the conference I talked about how
from http://www.space-explorers.org/congress/congress1.
we are becoming a planetary civilization and how, as global
html.
citizens of the world, we need to work across organizational,
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Community Digest
Arts & Leadership

Arts & Leadership Learning Community
@ILA 2015 Barcelona
Welcome to an update on the continued success of our Arts
and Leadership Learning Community (ALLC). Over the
past couple of decades the arts have been increasing their
presence in leadership, management, and organizational
development spheres. They have entered the workspaces of
leadership and organizational development, the exploratory
realm of research space, and the thinking space of reimagining what 21st century leadership can be. In a world
characterized by accelerating disruption, dislocation,
paradox, and ambiguity, the arts are rich with potential
to innovate our thinking on leadership, our developing of
leaders, and most importantly our practicing of leadership.

having fun we tend to be
more creative, imaginative,
and productive. With different
colors, stamps, stickers, and
even one or two feathers,
ALLC members, our new
converts, and curious seekers
became a visible presence
across the conference venue
and around Barcelona.

Fredricka Joyner proudly
shows off her decorated badge
at the Arts & Leadership
welcome booth in Barcelona

The ALLC remains a dedicated community exploring
the myriad ways artistic practices, processes, and works
can advance our understanding of and ability to develop
leadership. Beginning organically — a group of enthusiasts
around a piano at the 2013 conference in Montreal — we
are an ever-expanding international network of leadership
researchers, leadership development practitioners, and
leadership educators, many of whom are also artists.

Not only was the ALLC visible, but it was also audible.
Ian Sutherland (outgoing co-convener of the community),
John Burgess, and Gloria Burgess (incoming co-convener
of the community) formed a choir for a unique workshop
on leadership development. This brought together about
20 enthusiastic singers from the wider ILA community to
explore the emergence and practice of leadership from the
perspective of a performing musical ensemble. Stay tuned
for updates on this as it will be proposed once again for ILA
2016 in Atlanta!

At the 2015 international ILA Conference, held in beautiful
Barcelona, the ALLC came together once again with a
slate of papers, presentations, workshops, and even a postconference event, connecting leadership with, through, and
to the arts.

In addition to creative name badges and singing, there were
a variety of papers, presentations, demonstrations, and
performances connecting art and leadership. To give you a
flavor of the artistic content of ILA Barcelona, let us share
with you a few of the ideas that were presented.

The journey began with the ALLC welcome table in what
is quickly becoming an ALLC tradition, decorating your
conference name badge. While this may seem like a simple,
perhaps even silly action, it is a way to get some creative
juices flowing, to relax and open up, and to visibly commit
to the conference by personalizing your identity in the
conference. It’s also fun, and we all know that when we’re

•

•

During the pre-conference workshops the arts were
launched through a session on the Art and Architecture
of Barcelona. Getting out into the city participants
learned of the history and significance of art and
architecture in leading the magic of what is today
Barcelona.
This was bookended by a post-conference workshop

The Arts and Leadership Learning Community is a global community of leadership researchers, developers and
practitioners passionate about aesthetics, arts, culture, creativity and innovation in leadership. We are committed to
cutting edge research and leadership development methods to bring about the best leadership for the future. Learn more
at http://www.ila-net.org/Communities/LC/Arts.html or email community leaders at artsleadership@ila-net.com.
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focused on leadership and the power of place. During
three individuals energetically stepped forwards to lead our
this post-con participants visited a variety of urban
ALLC towards Atlanta: Michael Chirichello, Gloria Burgess,
spaces, landscapes, and landmarks looking at how we
and Seth Reder.
lead the places we inhabit and how they in turn lead us.
Visits to Gaudi’s work, particularly Sagrada Familia,
In the meantime, we also wanted to introduce you to another
opened up the power of imagination, dreams, and the
opportunity to look at the arts through organizational
scope of legacy in leadership.
studies, management, and leadership lenses. In 2016 the
• Within the conference itself
8th International Art of Management and
there were presentations
Organization Conference will be held at
on leadership development
IEDC-Bled School of Management in
through improvisation,
Slovenia. With a theme of “Empowering
theatre arts as space for
the Intangible,” the conference will be
leadership change, as well
an international meeting of scholars,
as links between ballet and
artists, and practitioners exploring how
women in leadership. There
art, artists, aesthetics, and more inform
were sessions focused on
our understanding of intangible aspects
singing and the leadership
of organizational life, management, and
voice, the use of the arts for
leadership. The conference will take
contemplative leadership
place in Bled, Slovenia, September 1-4,
reflection, and the power of
2016. More information can be found at:
art and culture to chronicle
http://www.iedc.si/about-iedc/centres/
leaders as well as lead
conferences/8th-aomo-conference. The call
Gloria Burgess (third from left) and a section
transformation in conflict
for proposals is already out with a deadline
of the choir at ILA Barcelona
situations.
of December 7, 2015, which is quickly
approaching.
The uniqueness, the evocative
strength of the arts drew
As a final word, we want to keep Georgia
enthusiastic audience responses
on our mind and begin preparations for
and participation. Arts-based
ALLC sessions for the 18th ILA Global
sessions are lively, energetic,
Conference The Dynamics of Inclusive
hopeful, and of course a little
Leadership. The call for proposals has
crazy and wild. Through the arts
already been issued (http://www.ilawe think and feel, dwell upon
net.org/Conferences/2016/index.html)
and draw new insights into the
with a deadline of February 1, 2016.
heart of leadership as a lived
We encourage each one of you to think
phenomenon in the world.
about sessions you would like to submit,
but even more so to reach out across the
In a city rich in art, ILA
ALLC community to develop collaborative
Barcelona was itself artistically
opportunities for papers, presentations,
Ian Sutherland conducts the choir
enriching. We plan to be even
workshops, panels, roundtables, and any
at ILA Barcelona
more enriched in Atlanta 2016.
means of raising the value of the arts with
regard to leadership practice, education,
With the close of the ILA Barcelona
and development.
conference we began a transition
to new leadership within the ALLC. Founding co-conveners
Every best wish to each one of you,
Ian Sutherland and Fredricka Joyner expressed their desire
to hand over the leadership of the community to new hands.
Ian Sutherland (Past Co-Convener)
During the past three years the ALLC was established, is
growing, and is gaining ever more attention across the ILA.
Gloria Burgess (Co-Convener)
Both Ian and Fredricka felt it was time to pass the next stage
of development to others. We are happy to announce that
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Danielle L. Lupton Wins 2015 Jablin
Award at ILA Barcelona
Danielle L. Lupton, an assistant professor of political science
at Colgate University, was presented with the 2015 Fredric
M. Jablin Doctoral Dissertation Award on Saturday October
17th at ILA’s 2015 annual global conference for “Leaders,
Perceptions, and Reputations for Resolve.”

Danielle Discusses her work during a
special session at ILA Barcelona

We asked Danielle to share with us her experience at ILA’s
2015 global conference, how she will spend her prize money,
and her upcoming plans.

Lupton’s dissertation investigates whether individual
leaders develop reputations for resolute behavior based
on their actions while in office. She theorized that leaders
look to each other’s past actions when making assessments
of resolve and that early interactions with other leaders
significantly influence reputation development and found
that both a leader’s actions and statements contribute to
leader-specific reputations for resolve. Furthermore, these
reputations are path-dependent as actions early in a leader’s
tenure are most influential to reputation development.
Lupton’s work demonstrates the behavior of leaders is
critical to the conduct of international events.

Danielle on how she learned of the award: Colgate’s
Former Provost and Dean of Faculty, Doug Hicks, alerted
me to the award. Doug is familiar with my research and, as
a former faculty member at the University of Richmond,
encouraged me to apply.
Danielle on ILA Barcelona: I was pleasantly surprised by
the diversity of research at the conference, both in terms of
area of expertise and in terms of methodology. ILA was the
first truly interdisciplinary conference I have attended in my
career, and it was a great pleasure to indulge my academic
and intellectual passions outside of my direct research. I very
much enjoyed connecting with fellow scholars outside of
the conference, particularly over meals. I had a wonderfully
engaging dinner with the faculty from the Jepson School
of Leadership Studies at the University of Richmond. I
also visited the Sagrada Familia and it was absolutely
breathtaking!

The award, which includes a $1,000 prize, one-year
membership in ILA, travel expenses, complimentary
registration to and an opportunity to present at the ILA annul
global conference, is given each year to a scholar whose
doctoral dissertation research, on any topic and from any
discipline, demonstrates substantial insights and implications
for the study of leadership. The award was established to
honor and celebrate the life of Dr. Fredric M. Jablin (19522004). The ILA is pleased to partner with the Jepson School
of Leadership Studies at the University of Richmond on this
award.

Danielle on spending her $1,000 prize: I spent a bit of my
funds to enjoy the excellent food and sights in Barcelona. I
also saved a large portion to purchase academic books that I
have had my eye on for a while.

According to Joanne Ciulla, a professor at Jepson, there
were 92 applicants this year. After narrowing the pool
down to 3 finalists, Danielle was selected because her work,
exemplified the Jepson School’s approach to leadership
studies. “As a liberal arts school of leadership studies, we
look for original high-quality research that has a strong
disciplinary foundation in at least one of the liberal arts.
Danielle’s paper exemplified this approach and it showed
promise as a leadership contribution to the international
affairs literature and an international affairs contribution
to leadership studies.” The other two finalists were Moran
Anisman-Razin, Tel Aviv University; and Claudia Buengeler,
University of Amsterdam.

International Leadership Association

Danielle on what’s next: As an Assistant Professor of
Political Science, my plan is to continue to pursue research
on elite decision-making and its effects on international
conflict. I am currently revising the dissertation into a book
manuscript and have multiple articles under review directly
based on the dissertation, including the award winning
chapter.
Information on the 2016 Jablin Award
will be available in early 2016 at
http://www.ila-net.org/Awards/Jablin/
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Community Digest

Doctoral Program Faculty and Leaders Learning
Community

Followership Learning Community
The Followership Learning Community selected Marc
Hurwitz as its Community Chair at their meeting in
Barcelona. Marc is looking forward to continuing the
community’s mission and work. Marc is Co-Founder and
Chief Insight Officer of FliPskills. He holds a Ph.D. in
cognitive neuroscience and an MBA, which he combines
with many years of corporate, executive, and entrepreneurial
experience in T&D, HR, marketing, and entrepreneurship.
He serves on the faculty at the Conrad Centre for Business,
Entrepreneurship and Technology at the University of
Waterloo and has been recognized with numerous awards for
teaching, academics, speaking, training, acting, and poetry.
Marc is known for being engaging, interesting, and super
insightful. His most recent book, with Samantha Hurwitz, is
Leadership Is Half the Story.

The ILA welcomes its newest member community. The
Doctoral Program Faculty and Leaders Learning Community
promotes an exchange of ideas between faculty and leaders
who work in doctoral programs in leadership and is focused
on bringing together faculty and administrators currently
involved in teaching and/or leading doctoral programs
in leadership. Anyone who is interested in learning more
about teaching and leading doctoral programs can affiliate.
The learning community leaders are: Vern Ludden,
Indiana Wesleyan University; Tova Sanders, Northeastern
University; Bruce E. Winston, Regent University; and
Rhonda McClellan, Central Arkansas University.
Learn more about the DPFLLC:
http://www.ila-net.org/Communities/LC/Doctoral.html

Learn more about the Followership Learning Community:
http://www.ila-net.org/Communities/LC/Followership.htm

L eadership J ob O pportunities
Department Chair
Community and Leadership
Development, University of Kentucky
Lexington, KY, USA
Closing Date: 1/15/2016
View Complete Description
Senior Associate/Associate Athletics
Director-Leadership Development
Leadership Development, Bucknell
University
Lewisburg, PA, USA
Closing Date: 1/25/2016
View Complete Description

Teaching Assistant Professor - Job
Number 01249
Leadership Studies/Multidisciplinary
Studies, West Virginia University
Morgantown, WV, USA
Closing Date: Until Filled; Review begins
Jan. 5
View Complete Description
Assistant Professor of Human and
Organizational Learning
The George Washington University
Washington, DC, USA
Closing Date: Until Filled; Review begins
Nov. 15
View Complete Description

Assistant/Associate Professor Secondary English Education
Department of English, Ball State
University
Muncie, IN, USA
Closing Date: Until Filled
View Complete Description
Faculty Director of the Kravis
Leadership Institute
Claremont McKenna College
Claremont, CA, USA
Closing Date: 12/15/2015
View Complete Description

Submit Your Listing!
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Featured Author Interview

The Handbook of Dealing
With Workplace Bullying
Edited by Anne-Marie Quigg (Gower Publishing, 2015)

Cathleen: Hi Anne-Marie, I am delighted to have the
opportunity to interview you about your new book, The
Handbook for Dealing with Workplace Bullying. It is such
a timely topic, and the book does such a remarkable job of
covering the issue from various angles. Before we delve into
the individual chapters, I was wondering if you could tell me
a little bit about your personal journey and motivation for
wanting to put together this volume?

done before) I thought
subsequently that it would
be important to widen the
debate. I wanted to gather
information and opinions
from a range of different
countries and authoritative
commentators about how bullying is perceived and how it
is treated when it comes to workplace practices and the law.
This led to the new book — The Handbook of Dealing with
Workplace Bullying.

Anne-Marie: Hi Cathleen, I’m very pleased to be working
with you. It’s so important that this very real problem
is highlighted as often as possible, particularly among
people who have the capacity to address workplace issues
effectively.

Cathleen: Yikes! That personal experience does not sound
fun. And I think that’s one of the interesting things about
the topic of bullying. Once you bring it up, almost everyone
has a story about a time when they were bullied, or someone
they know was bullied. In fact, I was reading your book
the other day in a waiting room, and someone came up
to me and told me about how she had been bullied in the
workplace! So clearly, your work resonates with people! I’m
also glad you brought up Bullying in the Arts because that is
such an important book as well. I think so often when people
think of the arts, they think of ‘free spirit’ type of individuals
and industries, but in practice, the arts can be really cutthroat, so I think shedding some light on the culture of the
arts is an important topic. So tell me, what has been most
surprising, or interesting, for you, as you moved from your
real life experience of bullying to researching the topic? Did
you discover anything unexpected?

Like many others, I was motivated by personal experience.
Also, I observed workplace behavior when working as a
consultant for cultural organizations and community groups
in the UK and Ireland. I experienced bullying when I was
the CEO of a small arts organization. In my case it was
concerned with a power struggle among board members,
two of whom targeted me because I wanted to follow best
practice (!) rather than just give them the absolute power
they wanted. It was a harrowing experience and, as I slowly
began to recover I started to notice workplace behaviors
elsewhere. I was working as a consultant by then and took
the opportunity to observe human interactions whenever I
could. At this point I decided the cultural sector needed to be
thoroughly researched, and that’s what I did — undertaking
a PhD at City University London into workplace bullying in
the arts. This formed the basis of my first book Bullying in
the Arts.

Anne-Marie: You’re absolutely right about everyone having
a story, whether they witnessed bullying, were aware of
it peripherally or were actually targeted. Maybe that was
the biggest surprise during my research — the extent of
the problem. At first I genuinely wondered if this was an

Having explored the cultural sector specifically (because
of my personal interests and also because it hadn’t been

Download Chapter 3, “Workplace Bullying: Positive Approaches for
Leadership Intervention” from The Handbook of Dealing With Workplace
Bullying. Log in at: https://ila.memberclicks.net/chapter-downloads-
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occasional, unlucky, or unhappy instance in a person’s
working life. However, the research showed me that bullying
was common and could have devastating effects.

as general rudeness and passive aggressiveness, and are often
one-off, or random incidents, while bullying is more overt,
aggressive, targeted, and relentless? I also like the distinction
of power and control — because I think oftentimes other
forms of abusive, unhealthy interactions like incivility or
even bossiness (a topic that I do research on) happens peerto-peer, as a way to demean or put others down when one
lacks formal power, while it sounds like bullying is more
about abusing power? Does that sound right?

Cathleen: What’s an example of the devastating effects?
Anne-Marie: One example is a young waitress in Australia
named Brodie Panlock who was bullied by co-workers
and took her own life at age 19 as a result. Since that
incident, Australia has introduced heavy fines and potential
imprisonment for workplace bullying — an amendment
known as Brodie’s Law.

Anne-Marie: Well workplace bullying, unfortunately, isn’t
always overt and openly aggressive. In a way if it was it
would be easier for someone to recognize they were being
targeted. Sometimes bullying is covert and underhand
and it can take a person several months to figure out that
something untoward is going on. Certain types of behavior
aim to undermine a person’s self-esteem and make them
doubt themselves — continued unjustified criticism for
example, or when an individual deliberately takes credit for
another person’s work, as was experienced by one museum
employee I know in the UK. Another covert tactic is the
deliberate withholding of information, so much so that
an employee can genuinely make mistakes because they
didn’t have the necessary details to inform their choices.
In these sorts of examples, bullying can take place among
members of a team — supposedly equals in terms of actual
power — because one team member sets out to destroy
the credibility of another. In many ways, these types of
bullying are reminiscent of what I call the Jekyll and Hyde
syndrome — one minute you think a colleague or a boss is
being supportive, cooperative, and helpful, and the next you
discover they have deliberately undermined you or sabotaged
your performance at work.

Cathleen: Wow that is truly devastating. Although it is
good to hear that countries are starting to recognize bullying
as a real issue, and are putting some legal repercussions
into place. Speaking of recognizing bullying…let’s talk
definitions. When we say ‘bullying’, what sorts of behaviors
are we referring to? Sheila Martin does a great job of
defining bullying in the prologue of your new book, but I’d
love to hear your definition. Why did you decide to focus
on ‘bullying’ over similar constructs such as harassment,
abuse, or incivility? How is bullying different from these
constructs?
Anne-Marie: Scholars have long debated the terminology
used to describe this form of abusive behavior. Europeans
now tend to use harassment or mobbing (as is used in
Scandinavia), while the UK, United States, and Australia
almost always use bullying. One of the key things about
the behavior is that it tends to be repetitive, so a one-off
outburst of anger is rarely considered bullying, unless of
course it starts to happen all the time. Perhaps a good way to
understand it is to be aware that in the majority of cases the
bully holds the balance of power over the target, or is in such
a position as to make life very difficult for that person. In
that respect, there are known to be links between childhood
bullying, adolescent abuse (for example, date rape), domestic
violence, and workplace bullying. My first book also offers
diagrams of how workplace bullying fits into broader issues
of power and control.

Cathleen: Ah, I can see that. I think we’ve all had a
Jekyll and Hyde experience at some point in our lives,
unfortunately. One of the things that I love about the book,
is that it goes beyond just talking about what bullying is and
addresses the very critical issue of what can be done about it
— very much earning the “dealing with” workplace bullying
title you have given it. From Michael Sheehan’s chapter on
the vital role that leaders play in curbing bullying at work,
to Sarah Brown’s chapter exploring hypothetical scenario
responses to bullying in the workplace, to your chapter
with Sheila Martin on case studies of workplace bullying.

Cathleen: Thank you, I think that’s a helpful way to
understand the construct. So constructs like incivility in the
workplace denote lower level forms of harassment — such

Anne-Marie Quigg, PhD, is a Director of Jackson Quigg Associates (UK), which currently focuses on providing
writing and editing services for a number of clients. An occasional guest lecturer at several universities in London,
Quigg has a B.A. in English from Queens University, Belfast and a Postgraduate Diploma in Arts Administration
from City University, London, where she also gained her PhD in the Department of Cultural Policy and Management,
studying workplace bullying in the arts. Anne-Marie Quigg has been an actor, a regional and community arts officer,
and a theatre and arts centre administrator and director. She has also been a committee member, trustee, chair of,
and an adviser to, a large number of community and arts organizations throughout the UK.
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Are there certain common mistakes that you see people
make when it comes to dealing with bullying in the
workplace? Are there common issues that you’ve seen
people fail to take into account?

policies and laws against bullying become very important?
One of the really hopeful things I learned from reading your
book is that workplace bullying is increasingly becoming
criminalized at the government level around the world…
although I also learned from Mark Vrooman’s chapter that
the United States is not one of these countries. In fact he says
it’s likely to be among the last of the Western democracies
to have anti-bullying workplace laws! I was a bit surprised
to learn that there are no protective legislators set in place
yet in the U.S., given that bullying seems to be a hot topic in
the U.S. lately. Do you think that we will see anti-bullying
workplace laws in the States in the near future? Are there
certain changes or events that will have to happen for it to
become illegal in the U.S.?

Anne-Marie: Now this is a tough one, Cathleen, because
when people are being bullied they are not always
thinking straight, and of course their responses to being
bullied are often primarily emotional. They just want
it to stop. In some circumstances it’s a mistake to try
calling a bully to account, even in a non-confrontational
way. It doesn’t always work and indeed can backfire.
Counter-accusations of bullying, made by the bully
against the complainant, are not uncommon — that’s
why it’s such a complex scenario. One example the
Norwegian school bullying expert Dan Olweus gives
is when the usually well-behaved little kid is suddenly
embroiled in a playground brawl and accused of hurting
another pupil. It’s highly likely that the ‘hurt’ pupil
has been aggressively bullying for some time and, as
far as the child being targeted is concerned, something
just snapped. That’s the difference between identifying
‘the problem’ (what’s really going on) as opposed to
‘the presenting problem’ (what seems to be going on).
If it falls to you to sort this out in the workplace, it is
undoubtedly a situation that tests your leadership skills.

Anne-Marie: Well, Cathleen, the good news is that there
are lots of people working very hard to try to achieve the
introduction of legislation in the U.S. There is Anton Hout,
founder of North American organization overcomebullying.
org for example, who has worked tirelessly to raise
awareness of bullying issues both in the workplace and in
schools, including cyberbullying. I wrote a chapter for one
of his books a few years ago. Then there’s Drs. Ruth and
Gary Namie who run the Workplace Bullying Institute.
This organization is campaigning for the introduction of the
Healthy Workplace Bill and has so far convinced 29 states
and two territories to adopt some form of words relating to
the fledgling anti-bullying bill. They regularly report on what
the campaign to bring in legislation is doing, but sadly it’s
a very slow process, which is why I completely understand
Mark Vrooman’s frustration about what is NOT happening in
the U.S.

I guess in the end you have to consider, “What’s the
worst thing that could happen if I take this course of
action?” and then genuinely be prepared for it. I know
people who have lost their jobs because they made a
complaint, others who have been publicly ridiculed
or vilified, and some who have suffered mental health
issues.

I’m not sure what needs to change in the U.S. to make
people aware that bullying should be criminalized. If
you visit a website such as Bullycide in America your
heart will break at the stories told by U.S. moms who lost
their children to the awful phenomenon that is the strong
connection between bullying and suicide among kids and
teens. In 2011 the late anti-bullying crusader Tim Field and
the journalist Neil Marr wrote a book Bullycide: Death at
Playtime, which was an exposé of how serious the problem
has become among young people. Yet, thinking about the
apparent inability in the U.S. and, to a lesser extent, other

Cathleen: Wow. Yes, I suppose that is why workplace
bullying is so effective (for lack of a better word)—
because people who are being bullied are concerned
about the consequences if they do anything about it. And
it seems like, at least some times, those concerns are
valid. I can see how some people might feel that being
bullied is the lesser of two evils, if they are concerned
that the repercussions of confronting the bully might
be losing their job. I imagine that this is where having

Cathleen Clerkin, PhD, is a research faculty member at the Center for Creative Leadership (CCL) whose research
interests include women’s leadership, holistic leadership development, social identity management, and creativity
and innovation. She is a principal investigator for CCL’s Bossy Project and their Neuroscience and Leadership
Initiative. Cathleen has won numerous accolades for her research, including recognition from the National Science
Foundation. Her research has been featured in leadership development workshops and research conferences
around the world. Cathleen holds a B.A. from the University of California, Berkeley, and M.S. and PhD degrees in
psychology from the University of Michigan, Ann Arbor.
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parts of the world, to find a solution to horrors such as school
and college mass shootings makes me wonder if bullying
will ever be properly acknowledged and dealt with.

church-run institutions and that they treated and labeled their
inmates as if they were ‘fallen women’ as you say or sex
workers/prostitutes whereas in most cases the people who
were sent into these institutions were simply young girls
and women who became pregnant outside of marriage at
a time that unmarried mothers were socially unacceptable.
Ireland has indeed come a very long way since those awful
times and the notion of workplace bullying being classed as
a hazard has indeed helped. In many parts of the world you
will find it is beginning to be included in Health and Safety
policies, alongside physical hazards — which I think is
great!

One of the chapters that I’d like to draw your attention to,
though, is one that gives me a lot of hope. As an Irishwoman
I was horrified by and ashamed of the background details
of how the Magdalene Laundries operated in Ireland. In
the chapter written by Sheila K. Martin she describes the
suffering of those women imprisoned there at that specific
time. I find this almost unimaginable in today’s social
landscape and in a strange way it gives me hope that some
of the trauma experienced by targets of bullying will at some
future time also be deemed completely unacceptable. This
can only be achieved if there are appropriate anti-bullying
laws in place and also workplace training, particularly for
business owners, executives and managers. Such training
needs to include the promotion of fair and balanced
techniques to deal with accusations and complaints of
bullying.

Cathleen: It’s also great to hear that so many people are
working on setting up legislation here in the U.S. Those
are some fantastic resources, thank you for sharing. These
are some great ways to get involved, for those interested in
helping, or for those who may need help. Speaking of which:
I recently saw Monica Lewinsky’s plug for the anti-bullying
organization, Bystander Revolution in People magazine.
Have you heard of it? The idea behind the organization is
to promote peer-to-peer advice — both about how to deal
with being bullied, and how to help other people who are
being bullied. It’s a bit of a play on the ‘bystander effect’
in social psychology — the finding that so often people
stand-by and watch other people be abused because they
do not feel responsible for taking action, and that, counterintuitively, the more people watching, the less responsible
people feel, because responsibility gets dispersed. The
organization is backed by a lot of well-known psychologists,
including Philip Zimbardo, of the infamous Stanford
Prison Experiments, and the website lets people search
alphabetically both by ‘problem’ and ‘solution’.

Cathleen: That’s such a great, positive way to look at it.
Yes, I was appalled to learn about the Magdalene Laundries
in Martin’s chapter, and in your chapter with Martin as
well. I had never heard about that before. I actually ended
up looking up more about it online after I read the book.
My understanding is that the Magdalene Laundries were
theoretically religious institutions for ‘fallen women’—
prostitutes, etc.— but in practice they were prison-like
institutions where women were raped and beaten and
treated like slaves…a dark history to be sure. But it’s true,
another way to look at it is how far Ireland has come from
that history. According to Martin’s chapter on the history
of bullying in Ireland, Ireland now has several laws against
bullying on the books and very low tolerance for such
behavior. I like how Martin talks about bullying in the
workplace in Ireland being “a workplace hazard alongside
more traditional hazards.” I feel like that legitimizes it in an
important way, especially when so often bullying victims
are told that they are being ‘too sensitive’— as if it is their
perception of it that is the problem, not the behavior.

It reminded me of Maier and Coulson’s chapter and their
research on the role of online support groups and how
important they can be for victims of workplace bullying. I
know they also caution against the potential of getting bad
advice online. I wonder if this Bystander Revolution is a
good solution to this issue — since it is peer-to-peer advice
moderated by experts? Have you heard of the Bystander
Revolution? Is it a resource you would recommend? Or
do you have words of caution for relying on that type of
resource?

Anne-Marie: I think one of the saddest things about the
history of the Magdalene Laundries is that they were, indeed,

ILA Members receive 35% off either of Anne-Marie’s books, Bullying in the
Arts and The Handbook of Workplace Bullying through Gower Publishing.
Enter discount code: G11EKP35
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Anne-Marie: I hadn’t heard of Bystander Revolution
until you mentioned it and have since been accepted into
their (closed and moderated) group on Facebook. Thank
you for that! Actually I belong to several of these types of
groups using social media and providing support networks,
including the Workplace Bullying group on LinkedIn. I
always aim to ensure that posts are moderated, however, as I
do know, particularly from Tanya Maier’s input, and some of
the comments in the Workplace Bullying group, that cultural
differences and national laws can make a tremendous
difference to the kind of advice that is genuinely helpful.
My early research into workplace bullying cited ‘witnesses
to’ bullying, which is the same thing as bystanders, and via
Facebook I’m in touch with an organization that promotes
‘upstanders’ — people who literally take a stand against
bullying. The Bully Project posts every day and works hard
to uplift people who are suffering, using film and video as
well as wise words to work the magic.

Cathleen: The other theme that I feel like we’ve been
circling around here is leadership. Throughout our
conversation — and the book as well — I think one of the
underlying messages is that bullying is not going to change
without leadership around the issue. Being from the Center
for Creative Leadership, of course I am interested in learning
more about that! At the Center, we believe that leaders create
the future, and our mission is to help develop leaders who
will create a better future for everyone. What advice do you
have for leaders, or even up-and-coming leaders, about how
to deal with bullying in the workplace? What can leaders do
to help with this issue?
Anne-Marie: Undoubtedly leaders have a vital role to play
when it comes to dealing with bullying. In fact, I would go
so far as to say that leaders have a powerful opportunity
to act as anti-bullying role models because they are often
largely responsible for how their organizational culture is
shaped. Being seen to subscribe to a zero tolerance policy
when it comes to workplace bullying sends a powerful
message to managers and other employees. Sadly, a
leadership that is seen to ignore bullying or engage in it can
be held to be condoning it. I recall a case study conducted
by a researcher who was observing workers in a fire
station. One manager was particularly ruthless and nasty
and constantly bullied the more junior staff. Lo and behold
he was promoted to a more senior position and moved to
another station. Afterwards the researcher noted that other
managers began to adopt the same management style —
obviously convinced that this was the way to gain the respect
of their leaders and to do well. A range of research reports
in a variety of workplaces has demonstrated that employees
will recognize bullying behavior as normal and acceptable
if they witness others getting away with it and, as in the fire
station example, being rewarded for it (for example O’LearyKelly et al. 1996 and Rayner et al. 2002).

Recently I watched a video of a staged bullying scene at a
bus stop in the U.S. — a kind of social experiment where
two older girls picked on a younger one and in every single
case a nearby adult intervened. That really made my day and
the comments reminded me that there are so many stories out
there, we should all be mindful of this problem.
Cathleen: Oh yes! I have seen that bus stop video! Truly
heart-warming and uplifting. Do you know, did everyone
they filmed actually intervene? I actually do not know very
much about the video, just saw it posted somewhere. I guess
I assumed that it was just sort of a highlights reel of the
people who stood up for the girl, and that there were many
more who did not. That’s pretty incredible if everyone stood
up. I really love this idea of ‘upstanders.’ I’m a firm believer
of the idea that when anyone is oppressed, no one is free,
and I know so much of the research shows that it often times
takes outsiders to create change. For instance, people are
more likely to believe that gender discrimination occurred
against a woman if a man says something about it. I think
getting everyone involved is so important for this issue of
bullying.

Cathleen: Absolutely. I think that sometimes there is this
stereotype about how people have to be cut-throat in order
to get ahead in business. And sometimes I’m sure it does get
rewarded. However, at the Center for Creative Leadership
we have some research that suggests that this is a short term
solution. That while people may get ahead temporarily by
stepping on others, it usually catches up to them eventually
and their careers become derailed. I always try to keep these
findings in mind when I hear these rough case studies about
how some leaders treat their employees!

Anne-Marie: Yes I take your point about the highlights
in the video and to be honest I can’t say for sure whether
or not everyone intervened. But, I agree with you about
the importance of standing up for others. It’s only when
that happens that awareness of an issue such as bullying
or oppression is raised and more and more people begin to
think about and to understand its implications.
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been fired each week by Donald Trump in the U.S. or Sir
Alan Sugar in the UK! I have to say I don’t regard either
of these high profile personalities as supportive leaders.

erratic. The psychological effects of being bullied can
include lowered self-esteem, feelings of worthlessness, and
sometimes a temper flare-up if the level of stress is very
great or prolonged (which it often is). It’s quite a challenge
to mindfully pay attention to employee behavior, and many
leaders are already time-poor, being busy people, so putting
in place quality systems to ensure there are regular checks
and balances on employee behavior and welfare is essential.
It’s also important to train employees at all levels in an
organization about bullying and its effects. A leader, no
matter how brilliant, simply can’t be everywhere at once.

Cathleen: Yikes! Donald Trump! He could be the poster
child for workplace bullying. I definitely agree that he’s
not a supportive leader. I certainly hope that no one else
does either. I have to think that people watch those types
of TV shows out of a sense of schadenfreude. I know
Trump has a lot of supporters for his political campaign,
but even among his followers, I feel like people follow
him because they benefit from his bullying, not because
they think he is supportive.

Cathleen: This is such good advice, Anne-Marie, thank
you. I think it’s a great idea to train leaders to notice the
tell-tale signs of bullying, so that they can be supportive and
proactive. I also love that you brought up mindfulness! This
is actually one of my areas of research! My colleagues at the
Center for Creative Leadership and I are very interested in
exploring how to make leaders more mindful for the very
reasons you mentioned. Leaders today operate such long
hours, under such stressful conditions — that by itself can
be psychologically damaging. We are interested in helping
leaders learn to balance productivity with psychological and
physical health. There is some research that suggests that
mindfulness can help facilitate psychological well-being
in the face of stress, and that it can help people become
better leaders through increased empathy, compassion, and
perspective-taking. But I haven’t thought of it in relation to
the bullying crisis. Thank you for that. I will have to do more
thinking about the possible link between mindfulness and
decreased bullying. I do think there is something there.

But this all illustrates how much power leaders have.
People mirror their leaders. There was this great
presentation at SIOP last year (I don’t think the research
has been published yet, but I think it was by Alex
Lindsey) about how employees look to their leaders in
order to interpret how severe an emergency is, or how
offensive a discriminatory remark was. While the study
did not look at bullying behaviors explicitly, I imagine
some of this work could be extended to this topic.
Anne-Marie: Absolutely, Cathleen. That’s why solutions
to dealing with bullying have to take a whole-workplace
approach. If a leader laughs off an offensive remark
as a bit of banter then employees will believe they
have a carte blanche to be as offensive as they like, no
matter how the recipient of the behavior is feeling or
responding.
Cathleen: Yes, I agree. Do you have other advice for
leaders who do want to be supportive? Are there other
things leaders should do, besides not tolerating bullying?
Are there common early warning signs that bullying
might be happening among their employees? Or ways
that leaders might be allowing bullying without realizing
it?

Anne-Marie: If you think of the connection between being
bullied and experiencing stress, and factor in what you’ve
just said about the stressful conditions under which leaders
operate, then it seems to me obvious that mindfulness has
something to offer across a number of issues and on a range
of levels.
Cathleen: Definitely. That is one of the reasons I am drawn
to the area of mindfulness. Being able to be present, focused
and open-minded has so many applications for increasing
well-being and functioning in the workplace.

Anne-Marie: We hear a lot these days about
mindfulness, in terms of it being an important state to
help us focus on the present in a non-judgmental way.
Leaders have a double opportunity here. As well as
being open and active to their own experiences, they
can also be open and active in noticing their employees’
behavior. The physical effects of being bullied can
include sleepless nights, panic attacks, and growing
substance dependence. A leader should pay attention
to an employee who looks tired, out of sorts, appears
to be sad a lot of the time, or whose behavior becomes
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Another topic that I’m very interested in learning more about
is cyberbullying. It is mentioned in several chapters in the
book, and the common theme seems to be that it is on the
rise and hard to control, even in countries that have strong
anti-bullying laws. What can you tell us about trends in
cyberbullying?
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Anne-Marie: Yes this is a real worry, Cathleen, because the
internet, wonderful as it can be for a whole host of reasons,
really makes people available 24/7. That means they are also
vulnerable 24/7 and malicious bullies can be very inventive
when it comes to using social media, texting, and email
to send horrible messages and images — ‘trolling’ their
target mercilessly. What really bothers me about this is that
it affects our young people very severely, as well as adults
in the workplace. When we were talking about the website
Bullycide in America earlier on, I was very conscious that a
lot of school and college bullying is done online these days.
It’s not confined to the classroom, the playground, or the bus
stop any more.

have sent has not been received and given the option either
to contact a nominated alternative employee or resend the
email at the end of the vacation. This results in less stress for
the employee who is off work, as they know they will return
to an inbox that is the same as when they left and offers
a good and fair resource to the sender, who can get help
elsewhere.
Cathleen: Ah yes! I heard of that! It’s a great idea—not
just having an away message, but actually making it so that
emails are not received over holiday. It’s interesting how
more and more technology is being created to help us deal
with technology, such as the app, Self-Control — which
lets you block yourself from certain websites for a certain
amount of time, for example, if you don’t think you have
the self-control to not look at Facebook and you are up
against a deadline. I am so interested in how we can contain
technology in order to balance usefulness with the potential
harm. I feel like technology has advanced so rapidly that
we haven’t quite figured out how to deal with all the
consequences including cyberbullying.

In the workplace, sometimes managers make unreasonable
demands by sending late-night messages to employees
(and expecting an immediate response) or assigning a
heavy workload via email five minutes before the end of a
working day with an impossible deadline to meet, unless the
employee works late.
The good news is that some organizations are waking up
to the fact that employees need to be protected. There are
plenty of free templates out there for devising an email
policy that respects privacy and confidentiality as well as
protects an organization in terms of risks, security issues, and
prohibited content. All companies using email should ideally
have such a policy — and ensure their employees understand
exactly what it means.

Anne-Marie: Well of course you will know that Google
is a prime example of an organization that is embroiled in
technology and also focused on employee wellbeing. In fact
they use technology extensively to monitor the extent to
which they are a ‘happiness machine’ and then they adapt
their work practices and policies to make any necessary
adjustments in order to improve employee work/life balance.

Cathleen: Thanks for sharing about the free templates.
That’s good information for people to have. Also, I agree, the
modern always on workplace culture is very problematic. I
actually have a book chapter with some colleagues coming
out on this topic for the Routledge Companion to Wellbeing
at Work. As much as technology has helped advance so
many things, there is also a dark side of it that needs our
critical attention. I do think there is a fine line between
being constantly connected to technology, and abusing that
constant connection in unhealthy ways.

Cathleen: Yes! Google is the gold standard on so much of
this stuff. Their leadership institute, Search Inside Yourself,
does a great job of integrating mindfulness, science and
technology.
I am also concerned about the disconnect that seems to
happen when people communicate via technology. I’ve heard
stories about some of the cyberbullying and trolling that goes
on, and I have to think that people would never say some of
these horrific things to another person’s face. I sometimes
feel like cyberbullying and trolling is the road-rage of the
21st century — people are more willing to be vicious and
vile when they do not see each other’s faces and are hiding
behind a machine.

Anne-Marie: That’s interesting, Cathleen. Wellbeing
at work is so important and when it comes to managing
communications some companies have taken steps to
strengthen their email policies so that employees aren’t
bothered when on vacation. Daimler is one of them. The car
and truck manufacturer is based in Stuttgart, Germany and
has come up with a solution to stop employees worrying
about whether they are missing important email while on
vacation. The sender receives a reply from the “Mail on
Holiday” response assistant. They are told that the email they
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Anne-Marie: The relative anonymity offered by the internet
certainly makes it easier for people to be abusive, although
I’m glad to say that increasingly trolls are being tracked
and traced depending on which platforms they are using.
Social media providers need to practice that mindfulness I
talked about earlier in relation to leaders — they need to be
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aware of the potential for harm to their subscribers and put
everything in place to minimize it. This includes providers
of texting services to cellphones so I guess all our network
providers need to equip themselves to deal with this issue.

of course, interviews, but the most effective change is likely
to come from the top down. I once wrote a magazine article
entitled, “Take Me to Your Leader,” which made precisely
these points.

Cathleen: Which brings me to my last question, AnneMarie. I’m curious. Given how much research you have
done into different kinds of bullying around the world, if you
had to make predictions about the future, what do you think
is in store for us when it comes to bullying?

Rather than predict the future, for which I’ve had little
practice, if I could make a little meme out of how I think we
could eradicate bullying for good, it might constitute six Rs:
•
•
•
•
•
•

Anne-Marie: I guess when it comes to cyberbullying we
have to get better at protecting young people in order to
reduce their risk of being bullied and it seems to me that
stepping up internet policing for everyone is inevitable,
sadly.

Cathleen: Wow, I love the idea of adding the word
‘upstander’ into the dictionary. Words are definitely
powerful, and I think just having a label for something
gives voice to the issue and gives people something to rally
around. What an innovative way to ignite progress! And
these ‘six R’s’ are wonderful as well! I know in the field of
leadership development people are always looking for tools
and models to help get the point across quickly and that
gives people actionable take-aways that they can implement
in their workplace, I think this does just that.

In terms of workplace bullying, awareness today is much,
much greater than it was when I began my research 15 years
ago and I honestly believe people are less willing to just
take abuse and say or do nothing than used to be the case.
The problem of that power imbalance remains however,
particularly when someone who has been targeted needs
their job and their income to support themselves or their
family.
As I said earlier when we were discussing the tragic abuse
associated with Magdalene Laundries in Ireland, I hope that
the extent of some of the trauma experienced by targets of
bullying will at some future time also be deemed completely
socially unacceptable.

Thank you so much for speaking with me. It’s been a
pleasure to learn more about you and your work. I have
to say, this discussion has really inspired me to get more
involved with the anti-bullying movement, both when it
comes to research and when it comes to being an upstander.
So thank you for that as well.

As we make slow progress worldwide towards updating
legislation relating to workplace terms and conditions,
many countries are at least beginning to include workplace
bullying in Health and Safety (or similar) policies, alongside
physical hazards, and providing these new laws are enforced,
there is a chance that engaging in this behavior will
definitely lose its appeal.

Anne-Marie: Thank you, Cathleen, for the opportunity
to discuss this important issue. Your questions actually
prompted my six Rs so I’m also grateful for the fact that
you helped my thinking to evolve a bit more! We never stop
learning after all.
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Cathleen, you said yourself earlier that you thought bullying
is not going to change without leadership around the issue,
and I wholeheartedly agree. Individuals like me can do
research, write papers and books, give lectures and talks and,
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Deirdre P. Dixon Wins 2015 Clark
Award at ILA Barcelona
We asked Deirdre
to share her ILA
experience with us.

Deirdre P. Dixon was presented with the 2015 Kenneth E.
Clark Student Research Award on Saturday, October 17th at
ILA’s 2015 annual global conference for her paper, “Staying
Alive: The Experience of In Extremis Leadership.” Deirdre is
currently an assistant professor of management and associate
director for the TECO Energy Center for Leadership at the
University of Tampa, Sykes College of Business. A logistics
officer in the U.S. Army for 22 years, she has personal
experience with in extremis leadership commanding a unit
during combat operations in Iraq.

Deirdre on how
she learned of the
award: I have been
an ILA member
since 2010, and I saw the presentations for the winners in
2012 (Denver) and 2013 (Montreal). I distinctly remember
watching Taylor Sparks from UGA present her research and
thinking about what a great honor it was to be recognized.
I was in the middle of my doctoral studies at that time, so it
seemed so far away, but I think it planted a seed!

The award, which includes a $1,000 prize, one-year
membership in ILA, travel expenses, complimentary
registration to and an opportunity to present at the ILA
annul global conference. It is named in honor of Kenneth E.
Clark, the distinguished scholar and former Chief Executive
Officer of the Center for Creative Leadership (CCL) and
recognizes the best unpublished student paper on leadership
or leadership development. The ILA is pleased to partner
with the Center for Creative Leadership on this award.

Deirdre on participating in the Emerging Scholars
Research Consortium at past ILA conferences: I so
enjoyed the emerging scholars research consortium and still
remember some of the insights of my first senior scholar,
Brad Jackson. He told me to stay true to myself and study
what I wanted to study, stay focused, and don’t stray off the
track. I thought of that often when I was figuring out my
dissertation! My second senior scholar, Sean Hannah, was
someone whom I also really admired since I do research
in his area and had read so much of his research. I was so
honored to have him comment on one of my papers. I’d
certainly recommend the Emerging Scholars program to
all.... Unlike some other conferences I have attended, ILA
conference attendees are very helpful and go out of their way
to give honest critiques to help make my research stronger.

In extremis situations present unique and difficult
demands on a leader because they involve life threatening
circumstances. This research uses mixed-methods to learn
more about leaders entering dangerous situations. Phase
one consisted of 30 interviews with Army officers recently
returned from the Middle East. The findings that emerged
were modeled and tested with a 494 leader sample from all
military branches. Those findings were then extended to a
sample of 514 leaders from police and fire fighting as well as
the military. The results suggest in extremis leaders in each
occupation may actually be more different than the same.

Deirdre on spending her $1,000 prize: The award money
will go to pay for other conferences so I can continue to
present my research and get constructive feedback!

According to Darryl Powell at CCL there were 72
submissions from 11 different countries this year. Powell
shared that it was a close race but Deirdre’s paper was
selected because it best embodied the following:
• Relevant topic with real work-place consequences
• Extension of an existing theoretical frame to the topic
that had not be applied before to advance the field
• Strong methods and analysis
• Practical implications from the results that can be
translated into actions individuals can take to mitigate
the impact of abusive supervision

International Leadership Association

Read Deirdre’s work! Go to the 2015 online program
http://admin.allacademic.com/one/ila/ila15/ and type
Dixon into the search box. Click on “Theory and Model
Development” in the results, then click on “In Extremis
Leadership.” Click on the “Download” button to access
Deirdre’s paper.
Information on the 2016 Clark Award
will be available in early 2016 at
http://www.ila-net.org/Awards/Clark/
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Field Note

Reflections on Creating ILA’s
Leadership Education Academy
Dan Jenkins, Ph.D., LEA Co-Chair, ILA Leadership Education MIG Immediate
Past-Chair and Corey Seemiller, Ph.D., LEA Co-Chair

The Experience

The Leadership Education Academy (LEA) emerged from
a December 2012 discussion between two ILA members
at a diner in Columbus, Ohio who had the idea of offering
a structured professional development experience for
leadership educators that was like no other experience
in the field. LEA was to be a cutting-edge, cohort-based
program that developed leadership educators personally
and professionally to enhance the curricular work they do
in an academic classroom or a student affairs program. So,
in early 2013, we assembled a team of talented faculty and
student affairs professionals from across the U.S. to design a
program that would help leadership educators learn seminal
content in leadership as well as effective instructional
strategies for teaching leadership in and out of the classroom.

LEA By the Numbers

“I have used many of the theories and models,
but as someone who didn’t get my education
in leadership education specifically, the ability
for me to understand them more clearly as well
as to really grasp the families of theory was
extremely helpful so that I may more carefully
choose which theories and models fit situations
in the future to teach. The entire day of theory
… was exactly what I needed.”
LEA took place over two and a half days in Orlando,
integrating three distinct, but complementary, learning
experiences. The first experience or Day 1, covered a broad
overview of major “families” of leadership theory as well
as foundational models and concepts that have shaped the
discipline. The content was delivered through interactive
exercises and group work.

The Vision

The assembled
LEA team first
2.5 years to plan
met in March of
2.5 days of deep learning
2013 to explore
and expand on our
57 participants from 6 countries
initial vision. From
10 facilitators
this and subsequent
1 goal — help leadership educators
conversations, a
facilitate leadership learning
shared vision of
LEA emerged. It
was agreed upon
that LEA should be immersive, cohort-based, experiential,
intentional, and that there must be opportunities for
reflection, feedback, and mentoring. After establishing a
shared vision for LEA, the planning began. The team spent
two and a half years designing the structure, curriculum,
resources, and assessment plan for the first Leadership
Education Academy in August 2015.

International Leadership Association

The second experience, or Day 2, included intentional
instructional design, pedagogical practices, and assessment
of learning in the context of leadership education. Similar to
Day 1, the content was delivered with the learner in mind.
Participants engaged through facilitator-led demonstrations,
roundtables and breakout sessions, and mini-workshops
designed to allow for the practice of introduced concepts.
The final experience, or Day 3, integrated the content from
Day 1 and the process from Day 2 in a learning environment
that included facilitator and peer feedback and coaching as
well as facilitator-led breakout sessions in which participants
applied what they learned the previous two days through
their own curriculum design and evaluation planning. It was
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important for the LEA planning team that participants had
opportunities to reflect on their experience, delve further into
topics of interest, and practice what they learned.

their strengths and weaknesses so we could
all become better at what we do in leadership
education.”

In addition to the unique format of the three distinct days,
LEA integrated exercises around leadership educator identity
exploration. Through reflection, narratives, storytelling, and
images, leadership educators explored their own professional
identities as a way to make meaning of how those identities
shape what and how they teach.

“This was truly an instrumental experience
in my educational, professional, and personal
growth and development.”
“It was exactly what I needed from a learning
process and everything I wish I had in any
conference I attend.”

“In terms of teaching and learning expertise,
I felt that LEA provided the participants with
a plethora of pedagogical
strategies, teaching
methods, and creative
ideas related to teaching
leadership.”

“The LEA Conference that
I went to this week was the
best investment ever (for
me) of our Palm Beach
Atlantic development funds.
I was exposed to so many
innovative, creative, and
effective teaching methods.
I have never been more
excited for the beginning of
a new school year.

Final Reflections
The creation of LEA was truly
an innovative and collaborative
process that brought together an
array of leadership educators to
construct a unique experience
that contributed to the field of
leadership education. Although
the facilitators engaged in a great
number of conversations and
collaborative projects over the 2.5
years of planning, many had not
met in person until LEA. Yet, it
was clear early on how well the
shared passion of LEA would spill
into creating a cohesive team.

“This was the most
beneficial and informative
conference I have ever
attended.”
There is no better way to sum it up
than to say, as one participant did,
“For a first-time endeavor created
from a think-tank in an Ohio State
University diner, I think this was
an unbelievable experience, and I
feel honored to have been part of the first cohort of I’m sure
many future LEA participants.”

For a first-time initiative, this
program received rave reviews
from participants. They noted the
benefit of having an immersive and
cohesive environment where they
could learn and share, facilitators
and peers who challenged their learning, and exposure to so
many new ideas for leadership learning. LEA truly ignited
their passions. From their words....

“I was so very please by the willingness
that participants and presenters exhibited in
sharing their expertise, their resources, and
International Leadership Association

Missed this year’s Leadership Education
Academy? Dates for the second biennial
Academy in 2017 will soon be announced!
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Leadership Events & Opportunities — Print, Post, & Pass It On
There is so much going on in the world of leadership that ILA members are involved in! To help members connect with
other members, we’ve developed this new column, “Print, Post, & Pass It On,” where members can share leadership
events, opportunities, even survey requests with other members. If you have an item for inclusion please email
dderuyver@ila-net.org, but please note, we do not guarantee publication of your item nor do we make any warranty
regarding the items listed. Find ILA events on the following page.
Conferences, Symposia,
Workshops, Etc.
Dec. 9-11
Spaces, Constraints, Creativities:
Organization and Disorganization, APROS/
EGOS conference, Sydney, Australia
Dec. 13-15
New Directions in Leadership Studies:
Exploring the Critical Turn, 14th
International Studying Leadership
Conference, Lancaster University, U.K.
Dec. 15-18
Reflections on Nelson Mandela: Lessons
in Leadership & Governance, 12th Dubai
Leadership Summit, Arabian Courtyard
Hotel, Bur Dubai
Dec. 17-19
InClaritas Winter Retreat, “Restarting
Democracy CITYSTATES,” Amsterdam,
Netherlands

Apr. 7-9
Tobias Leadership Conference: A MultiSectored Forum on the Theory and Practice
of Leadership, Indianapolis, IN, U.S.A.
CFP DEADLINE: JANUARY 15
Apr. 29-30
Leadership Conference: Increasing
Diversity, Institute of Leadership and Ethics,
Evangelische Theologische Faculteit in
Leuven, Belgium
Jul. 7-9
EGOS, Naples, Italy
Sep. 6-8
Thriving in Turbulent Times, 2016
British Academy of Management annual
conference, Newcastle University, U.K.
PAPER SUBMISSIONS OPEN JAN. 15 FEB. 29

Publication Opportunities

Jan. 5-10
Managing Africa’s Future: Prospects and
Challenges - 3rd Biennial Conference of the
Africa Academy of Management, Nairobi,
Kenya

Jan. 1
CFP: Bridging Leadership & Human
Resource Management - Theory and
Research, a special issue of Human
Resource Management Review

Jan. 20-22
LEAD in Asia Conference, Nusa Dua
Beach Hotel, Bali. Learn more about this
conference with a special note from ILA
member and conference chair Sen Sendjaya.

March 15
CFP: Philosophical Approaches to
Leadership Ethics, a special issue of
Business Ethics Quarterly

Mar. 29-30
Leadership Excellence and Gender
Symposium, Purdue University, West
Lafayette, Indiana, U.S.A.
Apr. 1-2
Leadership as Social Responsibility,
McDonough Leadership Conference,
Marietta College, Marietta, Ohio, U.S.A.
CFP DEADLINE: JANUARY 1

Other Opportunities
Request for Study Participants
Member and doctoral candidate James
Christopher Sledge is seeking 9-15 fulltime
professionals born between 1980-1996 to
participate in a qualitative study entitled
Motivation and Retention of Generation Y
Employees in the Workplace. The study will
involve phone interviews. Read complete
details to determine eligibility.

International Leadership Association
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Member News
The 4th issue of New Directions for Student
Leadership, “Engagement and Leadership
for Social and Political Change,” is now
available. The series is edited by members
Susan Komives and Kathy Guthrie.
The most recent issue of Journal of
Leadership Studies is now available. Log
in to ILA to access the journal and read
“Leadership Graduate Degree Programs:
A Comparative Review and Analysis of
Value Propositions,” a fascinating article by
members Elizabeth Stork and A.J. Grant.
This issue’s Symposium examines “History
in the Study of Leadership” and is led by
member Nathan Harter with contributions
from members Tim H. Blessing, Thomas
Williams, and Sarah Chace.
Congratulations to member Ira Chaleff for
winning the 2015 Outstanding Leadership
Book Award for Intelligent Disobedience:
Doing Right When What You’re Told to
Do Is Wrong. Ira was presented with the
award from the University of San Diego’s
Department of Leadership Studies during
a special reception held at ILA’s annual
global conference in Barcelona. To learn
more about this book, read Ira’s Field Note
from the September Member Connector
(log in required) or an article in the New
York Times, “Creating the Followers of
Tomorrow.”

Ira Chaleff (second from left) discusses
“Leadership Challenges of the 21st
Century” at ILA Barcelona
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Upcoming ILA Events &
Important Dates
Dec. 31

CFP Deadline: Global and Culturally
Diverse Leaders and Leadership
Submit your 500-word abstract &
outline today for this volume in the
Building Leadership Bridges series.
Learn More.

Feb. 1

Dec. 31

CFP Deadline: Breaking the Zero-Sum
Game: Transforming Societies Through
Inclusive Leadership
Submit your 500-word abstract &
outline today for this volume in the
Building Leadership Bridges series.
Learn More.

CFP Deadline: ILA’s 18th Annual
Global Conference, The Dynamics of
Inclusive Leadership taking place in
Atlanta, Georgia, Nov. 2-5, 2016
Learn More

Apr. 1

Mar. 1
CFP Opens: Exploring Leadership in
Latin America

CFP Deadline: Exploring Leadership in
Latin America

An ILA topical conference taking place
in Lima Perú, August 10-12, 2016.

An ILA topical conference taking place
in Lima Perú, August 10-12, 2016.

Aug. 10-12

May 10
Acceptance Status Notifications
Emailed for ILA’s 18th annual global
conference, The Dynamics of Inclusive
Leadership

Nov. 2-5

Exploring Leadership in Latin America

The Dynamics of Inclusive Leadership

An ILA topical conference taking place
in Lima Perú, at the Universidad del
Pacifico

ILA’s 18th annual global conference,
Atlanta, Georgia

N ewsletter A d R ates
The Member Connector goes out each month to all members
of the ILA. Current circulation is 2,700+ in over 70 countries.
Multi-month advertising discounts are available for insertion
orders of three or more months. To place an order please email
Debra DeRuyver at dderuyver@ila-net.org
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Oct. 12-15, 2017
ILA’s 19th annual global conference,
Brussles, Belgium

Rates:
1/4 page: $300 (non-members); $240
(members)
1/2 page: $600 (non-members); $480
(members)
full page: $1,200 (non-members); $960
(members)
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