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ILA Growing Globally!
We know that one reason you chose to become an ILA member was our brand
promise of being an International association with members and events around
the world. While membership growth is carefully tracked throughout the year,
every February the staff develops the State of the ILA memo to illustrate major
trends in preparation for the Board of Director’s annual planning retreat. We are
pleased to report some of the progress made in growing the association globally.
Over the past calendar year, ILA’s largest region of growth was Oceania, with
a 24% growth rate in membership. Europe and the U.S. enjoyed the second
highest growth rates of 20% each. Looking at the past five years, Oceania once
again topped the charts at 130% while Canada grew 75% and the U.S. and
Africa both grew 58%.
While these trends are promising, there is much hard work ahead before the ILA
achieves our goal of being a truly global association. With a strategic plan that
focuses on global growth, the ILA Board and staff will continue providing updates
concerning progress in this area. It is hoped that each member of the ILA will
help by sharing information about the association with your global network.

Easier Access to Leadership Quarterly
We are pleased to announce that ILA member access to the Leadership
Quarterly just got easier. Instead of creating a special ILA-Member account
through ScienceDirect, the online delivery platform used by LQ, ILA members
will now enjoy a simpler point of entry to the journal.
To access the journal:
1. Go to: https://ila.memberclicks.net/leadership-quarterly.
2. If prompted, log in with your ILA member credentials.
3. Follow the link “Click here to generate an access link” under the red box that
reads “Accessing Leadership Quarterly Online.”
4. You will be taken to a new ILA page with a time-sensitive link. Click on the
link within 5-minutes to access Leadership Quarterly. If you miss your
5-minute window, simply refresh the page and click the newly generated link.

ILA Member Connector • February 2015

Will You Be the Next Editor of
Building Leadership Bridges?
Call for Editor & Volume Theme
Deadline April 30, 2015
The ILA is currently seeking a lead editor for the 2017
volume in our Building Leadership Bridges series. This is a
volunteer position in the ILA. The lead editor(s) must remain
an ILA member in good standing throughout the process.

New Publisher for Leading ILA
Book Series

Major responsibilities include developing a theme and CFP
for the 2017 volume, assisting the ILA in the selection of
the rest of the editorial team (section editors) as needed,
leading the team in the chapter selection and editing
process, securing invited chapters (as desired), writing the
introduction, and working with the ILA and our publisher
on endorsements and marketing after the manuscript is
delivered. As with our most recent volumes in the series, if
section editors are utilized, they will be listed after the lead
editor on the cover of the volume.

Emerald announced as new publisher following a
winning proposal for Building Leadership Bridges
United Kingdom, 1 March 2015 – Global publisher linking
research and practice to the benefit of society, Emerald
Group Publishing, has been unanimously selected by the
International Leadership Association (ILA) as the new home
for its book series, Building Leadership Bridges.
The annual volumes capture the best contemporary
thinking about leadership from a diverse range of scholars,
practitioners and educators working in the field of leadership.
In keeping with the mission of the ILA, the book series
connects ways of researching, imagining, and experiencing
leadership across cultures, over time, and around the world.
The first Emerald book in the series: Leadership 2050:
Contextualising Global Leadership Processes for the Future,
will be published in August 2015.

The ILA staff assists on all of the logistical work for the
book including, for example, advertising the CFP, collecting
the submission, and interfacing with the publisher. ILA
currently has a contract with Emerald Group Publishing for
this series. If selected as the next volume, you will work
with ILA to develop a timeline that gets the manuscript to
Emerald around September 1, 2016 with a publication date
of March 2017.

John Stuart, Publisher at Emerald, said: “This is a significant
achievement for us and we are dedicated to ensuring that
Building Leadership Bridges goes from strength to strength
as a flagship title in the Emerald Books portfolio.”

If you have a great idea for an edited leadership volume and
you’re willing to take on the required commitment, please
download the proposal form for more details, complete the
questionnaire, and return it, along with your C.V., to Debra
DeRuyver at dderuyver@ila-net.org by April 30, 2015.

“In a time where we face a perfect storm of economic,
social and environmental challenges, the need for strong and
innovative organizational leadership has never been greater.”

BLB 2014 Now in Its 3rd Printing
Our best selling volume of BLB is
available to ILA members at a special
price of only $24.95 plus shipping, or
purchase at your favorite bookstore.
www.ila-net.org/Publications/BLB/
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About Emerald
www.emeraldgrouppublishing.com
Emerald is a global publisher linking
research and practice to the benefit of
society. The company manages a portfolio
of more than 290 journals and over 2,300
books and book series volumes. It also
provides an extensive range of value-added
products, resources and services to support
its customers’ needs.

www.ila-net.org
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State of the ILA
by Cynthia Cherrey, ILA President/CEO; and Shelly Wilsey, ILA COO

At the beginning of each year, the staff assembles a “State of the ILA”
document for the annual retreat of the ILA Board of Directors to review
last year’s priorities, track accomplishments, and outline the goals moving
forward. At nearly 20 pages with many charts and tables, the complete
document is far too detailed to reprint here. Instead, we’d like to take this
opportunity to highlight ten of the ILA’s accomplishments in 2014.

Shelly Wilsey

While the two of us wrote the memo and this article, we want to emphasize
that these and other milestones were achieved because of the leadership,
commitment, and collaboration between the ILA Board of Directors, Member
Community leaders, individual members, sponsors, and the ILA staff.

Cynthia Cherrey

The accomplishments below are organized around the three Strategic Imperatives of ILA’s Strategic Plan:
SI 1:
SI 2:
SI 3:

Advance the global study and practice of leadership
Develop and engage a more global and diverse membership
Strengthen ILA as a dynamic, sustainable global organization

ILA’s Top Ten 2014 Accomplishments
1. Selected UK-based publisher, Emerald Group Publishing, as the new publisher of our Building Leadership Bridges series,
whose next two volumes are now in progress. The 2014 volume, Leading with Spirit, Presence, & Authenticity, is our bestselling volume ever and is currently in its third printing.
2. Published the first volume of the Women & Leadership: Research, Theory, and Practice book series. Women & Leadership in
Higher Education was the top-selling book at ILA’s San Diego conference. Teams of editors made significant progress on the
next four volumes in the series.
3. Organized ten Leadership Perspectives webinars (including one repeated for the Oceania time zone) attracting 1288
registrants, 28% more than in 2013. 22% of registrants were from outside the U.S.
4. Accepted partnership invitation from the Fred W. Smith National Library for the Study of George Washington at Mount
Vernon to cohost The Pursuit of Leadership, a two-day symposium honoring and exploring the work of ILA Lifetime
Achievement award honoree James MacGregor Burns.
5. Increased staff support for all 14 ILA member community leadership teams and fostered collaboration across communities.
6. Organized the 2nd Women and Leadership Affinity Group conference, Advancing Women in Leadership: Waves of
Possibilities, and the Leadership Education Academy, sponsored by the Leadership Education Member Interest Group.
7. Achieved membership growth in each region, most by double digits, with 17% overall growth and 6% growth outside the U.S.
including 24% growth in Oceania and 20% in Europe.
8. Organized ILA’s most complex and successful annual global conference to date. Increased registrants by 16% and attracted
more registrants than in prior year from four of five regions.
9. Established Financial Policies and Whistle-Blower Policy with Board of Directors.
10. Completed first audit, which confirmed ILA’s sound financial practices and reported that 87% of expenses were for program
services, 11% for general administrative, and 2% for fundraising.
ILA’s Board of Directors, hailing from Australia, Canada, Chile, Denmark, Netherlands, Spain, U.K., and the U.S., just completed
their annual planning retreat. After synthesizing their feedback, perspectives, and directives, a forthcoming column will share
future goals and strategies.
Until then, please accept our appreciation and thanks for all you do to advance the study and practice of effective and ethical
leadership around the world.

International Leadership Association
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Lead Meaningful Change
in a Global Context.
You don’t need a reason to help people around the world; it’s just
something you’re compelled to do. With a Master of Arts in Global
Leadership from Royal Roads University, you can develop that inner
drive and make a meaningful impact on global issues.
Realize your potential to change.
Visit royalroads.ca/global-leadership
or call 1.877.778.6227

life.changing

Leadership
Studies

International Leadership
Publication Name Association
ILA enewsletter
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Leadership Education Academy
Provides Transformative Learning for
Leadership Educators
August 2-5, 2015 | Orlando, Florida
Embassy Suites Orlando - Lake Buena Vista South
by Corey Seemiller, LEA Co-Chair; and Dan Jenkins, LEA Co-Chair and
ILA Leadership Education Member Interest Group Chair

The Leadership Education Academy (LEA) began as an idea
between two ILA members who had a discussion on the
importance of offering a structured professional development
experience for leadership educators. This would not be a
conference or a symposium of great ideas! We knew many
wonderful options in these arenas already existed. LEA was
to be a cutting-edge cohort-based program that developed
leadership educators personally and professionally to
enhance the work they do in an academic classroom or a
student affairs program. So, in 2012, we assembled a team
of faculty and student affairs professionals from across the
United States to design a program that would help leadership
educators learn the seminal content in leadership as well as
effective instructional strategies for teaching leadership in and
out of the classroom.

What to Expect
Day 1: Participants will grapple with the leadership theories,
models, and concepts that shape the leadership education
field. Through interactive exercises and group work,
participants will enhance their knowledge of foundational
leadership principles.
Day 2: Participants will learn and experience first-hand
intentional instructional design, pedagogical practices, and
assessment of learning in the context of leadership education.

How is LEA Unique?
We knew this experience had to be transformative, holistic,
and different from any other professional experience in the
field. LEA is:
•

•
•

•

•

Day 3: Participants will integrate content from the first
day and process from the second day to design and deliver
leadership education in a setting with feedback and coaching
from peers and LEA facilitators. Each participant will leave
LEA with a deeper understanding of leadership education and
an opportunity to practice in a leadership learning laboratory.

Immersive: At LEA, participants will learn a variety of
content in a structured, process-oriented environment
through a singular, connected curriculum that spans
across three days.
Cohort-based: Participants will work, learn, practice, and
provide feedback together.
Opportunity for feedback and mentoring: LEA is
deliberately inclusive, providing opportunities to interact
and develop relationships with diverse peers in a variety
of leadership education settings. Accordingly, occasions
for peer- and mentor-driven feedback are built in to the
program curriculum.
Experiential: LEA is intentionally “hands on;” meaning
that opportunities to practice in experiential, active
learning environments are essential to the curriculum.
Participants will be actors, not spectators.
Intentional: LEA is purposely designed to target key
learning outcomes supported by leadership education
literature and the scholarship of teaching and learning.

International Leadership Association

Personal Reflection: Because it is challenging to separate
leadership education from the leadership educator, there will
be sessions interwoven into LEA focusing on the participants
themselves as leadership educators and how their journeys
shape who they are, what they know, and how they educate.
Join Us
The LEA team has worked tirelessly for over two years
outlining goals, developing curriculum, and working with
ILA to host this event. Now, we are in the end stages of
polishing the curriculum and coordinating logistics, all to
await 50 leadership educators who will be with us on this
transformative journey.
Register today or learn more at: http://www.ila-net.org/LEA/
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Leadership Writ Large: Inscribing Ourselves at ILA 2014
What does “Conscious Leading” mean to you? At ILA’s 2014 annual global conference, participants
were given a unique opportunity to share their thoughts on the subject by writing — on their bodies
— a word or phrase that best represented their experience of the conference theme, “Conscious
Leading for Global Change: Emergence of Our Collective Realities” As conference chair Cheryl
Getz noted, “Doing this with so many participants, and putting them together the way that we did
gave us all a sense of the collective experience of ILA members at the conference. It seemed like a
wonderful way to express our collective realities in relation to conscious leadership.”
The idea for the project came from the University of San Diego School of Leadership and
Education Sciences (SOLES), where the Dean of the school, Paula Cordeiro uses this exercise as an
end of the year tradition for faculty and students. She got the idea from an international conference
she attended and then shared it with her SOLES community. The photographs were taken by Steven
Leader and Jesse Rapport, graduate students in the Department of Leadership Studies in SOLES.
PhD student Adriano Polonia created the musical slideshow that was shared during the closing
plenary session at the conference.

David Hellstrom, a Teaching Specialist
for the Leadership Minor at the
University of Minnesota “chose the two
words that constantly make up the dance
I try to do when impacting our students’
lives. How can I SUPPORT them?…
and how can I CHALLENGE them? ...
I must have grabbed a wrong marker
because the marker I used for the word
SUPPORT was a permanent one. After
I took a shower CHALLENGE went
away” but SUPPORT remained —
for almost a week! But, I was really
inspired by that. Because yes it is our
job to challenge and motivate students,
but — I thought to myself — in the end
what is more necessary, what remains,
is our ability to support them. I loved
the activity. I was moved by it. It also
had deep metaphors about ‘what we
claim’ and would wear proudly. Not
to mention it gave a sense of play
and spirit to the conference that set a
wonderful tone.”

Karan Saggi, Immediate Past Chair, Youth
Leadership Member Interest Group had a
unique approach to the project. “I chose
to write these words on paper so that I
could pass it to anyone who wanted to
wear the idea of being AWARE, AWAKE,
and CONSCIOUS.” Those three words
“embody the power of leading self and as a
result, transforming self.”

International Leadership Association

Clavia Williams, a student
at the University of the West
Indies enjoyed the project
because it forced her to
think about “the qualities I
appreciate most in leaders.”

Geetartha Barua, a “Public Administrator
and Leadership Enthusiast” in India, chose
“EXCELLENCE” because, “for me, the
leadership journey starts in the quest for
excellence.” “Each of the words were
temporarily printed on our hands, but the
images left a permanent imprint of our
collective approach towards life — this
was beautiful,touching, powerful and very
inspirational.
Corinne Brion, a Phd student in Leadership,
“elected AMOUR because it means love in
French and I believe that if we can guide all
our decision based on love, the world will be a
safer, better place. It may seem silly, but people
operate through different lenses and it seems that
often times, it is through power, ego, selfishness
and personal agendas and not true love for
others and for their cause and goals.”

View All the Photos on
ILA’s Flickr Slideshow
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Only $30 plus s/h with ILA Discount Code: ILA2015
www.infoagepub.com/products/Women-as-Global-Leaders

Women and Leadership: Research, Theory, and Practice series (V.2)

Women as Global Leaders

Global leadership is a small but growing field of research responding to the
increasingly complex, globalized world we lead in. Regardless of sector —
business, nonprofit, or public service — global leaders are facing multiple
interdependent challenges that are often in flux and ambiguous. Within this
nascent field, the study and development of women global leaders is even
smaller, with the topic of women leading in the global context barely covered
in the existing literature. This book takes a step toward filling that gap.
Explore

Contents

•
•
•
•

Foreword, Barbara Kellerman. Introduction,
Faith Wambura Ngunjiri and Susan R. Madsen.
Introducing Global Leadership: Laying the
Groundwork for Women as Global Leaders, Joyce
S. Osland. Women Leaders: Shaping History in the
21st Century, Nancy J. Adler. Women and Global
Leadership: Three Theoretical Perspectives, Roya
Ayman and Karen Korabik. Multiple Intelligences
of Effective Women Global Leaders: Emotional,
Social, and Cultural Competencies, Julie
Breithaupt. Women Leading Through the Lens of
Cultural Intelligence, Joanne Barnes. Becoming
More Themselves: How Can Global Organizations
Promote Women’s Authentic Leadership, Sarah
E. Saint-Michel and Valerie Claire Petit. Global
Women Leaders: A Leadership Cartography as
a Proposed Approach, Karin Klenke. Advancing
Women’s Executive Development: Effective
Practices for the Design and Delivery of Global
Women’s Leadership Programs, Mary Ellen
Kassotakis and Julnar B. Rizk. A Master’s Degree
in Global Leadership: A Story of Development,
Wendy E. Rowe, Cheryl Heykoop, and Catherine
Etmanski. Women’s Leadership Learning Through
Global Study in Central and South America,
Paige Haber-Curran and Kaitlin Hartley. What
Films Reveal About Women as Global Leaders,
Margie A. Nicholson. Malala Yousafzai: The
Power and Paradox of Global Celebrity, Carol
Burbank. Beyond the Appendage Syndrome: The
Life and Meaning of Golda Meir, Norman W.
Provizer. What Kind of Leader was Mrs. Thatcher?
Stephanie Jones.

Current conceptualizations and theory of women global leaders
Recent empirical investigations of women global leaders
Effective global leadership development programs
Portraits of women who lead, or have led, in a global role
This book... should be understood as a collection whose time has
come, precisely because women now have opportunities to lead that
are far more expansive than they were even in the recent past. Though
their numbers remain low, they are able in some cases to exercise
leadership not only as outsiders, but also as insiders, from the very
positions of power and authority to which men forever have had
access. — Barbara Kellerman

Catch Up on the Series!

Women and Leadership in Higher
Education (Sep. 2014)
Volume 1 available for $30 plus s/h
www.infoagepub.com/products/Women-andLeadership-in-Higher-Education
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Field Report

Najafi Global Mindset Institute’s

7 Tips to Maintain a Thriving Global Professional Network
4. Identify a mentor
in your industry or
organization who is good at networking and learn from
him/her. Networking is an art. Those who are very good at
it make it seem effortless. However, in reality these people
are tending their connections in ways big and small on a
continuous basis. Connect with people in your industry or
organization who are very good at networking and ask them
for their tips. Shadow them if you have the opportunity.

As ILA members, we have the wonderful opportunity to
connect with colleagues across cultures. The 2015 annual
conference in Barcelona, Spain, will give many of us the
opportunity to make even more international connections this
year. Of course, networks are also helpful in our professional
pursuits. Whether we need a few cultural tips on doing
business in Japan or need referrals for leads in Mexico,
we can count on the networks we have built to make work
easier. They also make work more personally fulfilling when
we can be helpful to others, as well. Our research at Najafi
Global Mindset Institute shows that having strong networks
with people from other cultures and with influential people is
a key component of Global Mindset — the essential qualities
leaders need to work successfully across cultural, political,
economic, and regulatory differences.

5. Diversify your network. Examine how diverse your
network is and make a concerted effort to connect with
colleagues and business partners outside of your normal
circles. You could consider joining new professional or
social organizations, or building your contacts in a particular
field or region.

Maintaining an active global network can be a challenge if
you aren’t currently in a global role or if you are focused
on a particular region. Even if you are working globally
now, keeping your network alive takes effort. So, we’ve put
together seven tips to keep your global network thriving.
For more ideas, check out our Developing Global Mindset
Handbook at www.developingglobalmindset.com.

6. Be a virtual extrovert. If you work on a virtual or
geographically dispersed team, be sure to get to know
members at a distance. Regularly foster those connections
through a variety of communication methods. Email,
phone, and web platforms are all useful for communicating
messages, but make sure you make efforts to get to know
others too. Sharing interests, hobbies, and even photos adds a
personal element that can create stronger bonds.

1. Connect with influential people in your own
organization and industry. Identify key connections
inside, across, and outside of your organization by asking
colleagues. Then ask for a warm introduction.

7. Remember that it is the quality of your network, not
the quantity that really counts. Don’t let your headcount
on LinkedIn or other social, professional networks fool
you. Numbers mean nothing when those connections
aren’t plugged in. For example, British anthropologist
Robin Dunbar suggested through his studies of social
relationships in the 1990’s that there is a limit to the number
of relationships in which an individual knows who each
person is and how each person relates to every other person.
That number is about 150. Dunbar’s research was done
prior to the internet and the explosion of social networking
tools, so it may be possible to grow that number now. While
technology makes communication easier, the question
remains: Are you fully plugged in?

2. Build relationships before you need them. Periodically
engage people in your network in dialogue. Friendly
conversation is the starting point for deeper friendship and
trust. This can be personally fulfilling, and it also opens
doors to new information and new connections over time.
3. Actively seek input from people in your network. Many
people enjoy helping others by providing suggestions or
pointing them to resources. It can be a great way to boost the
confidence of your colleagues, as well as helping you with
an issue at hand. Their ideas will enrich your work and will
help you get to know them better too.

Najafi Global Mindset Institute specializes in helping leaders in global roles succeed through assessment,
executive education, coaching, and through research-based publications. For more information on the
Institute, visit globalmindset.thunderbird.edu/, or contact Mansour.Javidan@asu.edu.

International Leadership Association
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Featured Author Interview

Diversity and Leadership
by Jean Lau Chin & Joseph Trimble (SAGE, September 2014)

ALICE: My name is Alice Eagly. I’m a professor at
Northwestern University and I’m really pleased to be talking
today with Jean Lau Chin and Joseph Trimble, the authors
of a new book titled Diversity and Leadership published
by Sage. Let’s start off with a bit of background. Why did
you decide to write this book and how did you become
collaborators in what is, obviously, a big task?

its importance to people
making the decisions, and
for diverse leaders to be at
the table.
JOSEPH: I came on board
largely because of my
longstanding friendship and
professional relationship
with Jean particularly as it involved diversity, culture, race,
ethnicity, and the study of those constructs in psychology.
We both knew of one another’s interests and passions about
culture, ethnicity, and diversity topics and my emphasis on
indigenous populations, particularly Alaska Natives and
American Indians. Over a series of conversations at various
conferences and meetings, Jean eventually asked me if I
would be interested in working with her on the book.

JEAN: Over the years, it had become clear to me that many
models of leadership reflected a leadership prototype of those
who already held leadership positions. These models were
not inclusive and did not incorporate people from diverse
backgrounds who had become leaders. Instead, diverse
leaders were usually viewed as exceptions. Moreover, the
models didn’t seem to reflect principles of diversity and
inclusion as contexts that shape the exercise of leadership.
So, as someone who has had a long time interest in diversity
in realms not just limited to leadership, I thought it was
important to start thinking about diversity and leadership and
Jean Lau Chin
is Professor at
Adelphi University
in New York. She
has served in
many leadership
positions on
national, state, and
local boards and
is past President
of The Society for
the Psychological
Study of Race, Ethnicity, and Culture
and The Society for the Psychology of
Women within the American Psychological
Association. Her extensive publications
include 12 books, many journal articles,
and over 200 professional talks in the
areas of leadership, diversity and cultural
competence; clinical training; Asian
American and women’s issues; health
and mental health. She is the recipient of
numerous awards for her leadership and
her work on diversity and women, including
her honoring as an elder at the National
Multicultural Conference and Summit.

Joseph E. Trimble
is a Distinguished
University Professor
and Professor
of Psychology
at Western
Washington
University and
a President’s
Professor at the
Center for Alaska
Native Health
Research at the University of Alaska. From
2000-2001, he was a Fellow and Visiting
Professor at the Radcliffe Institute for
Advanced Studies at Harvard University.
For the past forty years he has served on
over 15 different scientific review panels for
the National Science Foundation and the
National Institutes of Health. He has over
140 publications on multicultural topics in
psychology including 20 books. He has
received close to 20 regional, national
and international awards for excellence
in teaching and research in the field of
multicultural psychology.

International Leadership Association
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Alice Eagly is
Professor of
Psychology and
of Management
and Organizations,
James Padilla
Chair of Arts and
Sciences, and
Faculty Fellow in
the Institute for
Policy Research,
all at Northwestern
University. She is the author of several
books and numerous journal articles and
chapters in edited books. Her most recent
book is Through the Labyrinth: The Truth
About How Women Become Leaders. She
is the recipient of ILA’s Lifetime Achievement
Award, the Eminent Leadership Scholar
Award from the Network of Leadership
Scholars in the Academy of Management,
and the Distinguished Scientific Contribution
Award from the American Psychological
Association, among others. She is also a
member of the American Academy of Arts
and Sciences.
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JEAN: Yeah, that’s true. Joe and I have had a long
relationship in collaborating on some similar interests and it
seemed like a nice fit to bring together our Native American
Indian and Asian American interests and perspectives to
this process. We found our cultural perspectives to be very
different but, at the same time, very similar. Native American
Indian and Asian American perspectives are not often valued
as dimensions leading to successful leadership. In fact, some
of the most important values and dimensions within our
cultures are viewed as weaknesses of leadership.

Abstract: Although leadership theories
have evolved to reflect changing social
contexts, they remain silent on issues of
equity, diversity, and social justice. Diversity
and Leadership offers a new paradigm for
examining leadership by bringing together
two domains — research on leadership
and research on diversity — to challenge
existing notions of leadership and move
toward a diverse and global view of society
and its institutions. This compelling
book delivers an approach to leadership
that is inclusive, promotes access for
diverse leaders, and addresses barriers
that narrowly confine our perceptions
and expectations of leaders. Redefining
leadership as global and diverse, the
authors impart new understanding of
who our leaders are, the process of
communication, exchange between leaders
and their members, criteria for selecting,
training, and evaluating leaders in the 21st
century, and the organizational and societal
contexts in which leadership is exercised.

JOSEPH: People often point to the GLOBE [Global
Leadership and Organizational Behavior Effectiveness]
Studies and their spinoffs as indispensible for examining the
influence of culture in leadership. In my opinion however
some of their research methods, interpretations, sampling
procedures, linguistic equivalence of the measures, and so on
are highly questionable from a cultural psychological research
perspective. I suspect that many of the interpretations are
probably glossed over in terms of the deeper meaning of what
leadership means, let’s say, for example, what one may find
in some remote area in India or in some Alaska Native village
in Southeastern Alaska. As Jean and I discussed leadership
and diversity, it became clear that there was something absent
in the study and understanding of leadership that involves
different deep cultural lifeways and thoughtways.
I’m glossing over this topic in ways that I probably
shouldn’t, but it bothered me that in this massive GLOBE
study, there were few women involved in the planning or in
the conducting of the large-scale comprehensive research.
Furthermore, as I recall, women didn’t show up in the
data in ways that I knew they should. For example, I know
that among many indigenous people there are matriarchal
systems that are deeply entrenched in the lifestyles and
organization of the ethnocultural bands and nations and thus
strongly influence the way community and village affairs are
conducted on a daily basis.

about culture, they are lacking because they are not actually
about diversity.
ALICE: Yes. I think this complaint about not paying
attention to the cultural aspect is now becoming quite loud
across many areas of psychology. Let’s move now to the
specific content of the book. One of the things that interested
me is that you write from what you call a difference
perspective, that is, with an emphasis on group differences,
cultural differences, ethnic differences, gender differences. It
seems to me there’s another side of the story. In workplaces,
for example, members of different groups like blacks and
whites often prefer to emphasize their similarities, at least
with respect to getting the job done. That is they don’t see
that there is a black way to do the job and a white way to do
the job, or to write reports, or to interview people, or to write
computer programs, or whatever they’re doing. They often
strive, I think, to bridge difference. They see themselves as

JEAN: Let me expand on that. I see the GLOBE Study as
one of the most comprehensive in looking at cross-cultural
variation on a large-scale. However, as Joe alludes to,
the methodology used in the GLOBE studies minimized
diversity and any within country variability; for example,
they excluded multinational organizations from the samples
and sampled only leaders from the dominant culture, as they
would say, in order to predict national level behaviors. The
studies are silent on race, ethnicity, age, and educational
levels. These basic principles that underlie the studies are
ones that seem to violate basic diversity principles. So, while
I think the GLOBE studies make some important statements
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ALICE: [Chuckle]. Yes, that’s a very good example. With
respect to women that often happens as well.

ideally being treated equally and not differently and as doing
the job in the best way regardless of their race or gender,
etcetera. I wondered if that perspective also seems valid and
would it constrain in any way your notion that the key here is
to think about group difference?

JOSEPH: Sure.
ALICE: I remember when Angela Merkel became Chancellor
of Germany. There were articles in the newspapers that
complained about her not being really tough and assertive in
her job. Hers wasn’t the bombastic style of Gerhard Schröder,
the prior Chancellor. She came on in a much quieter way.
But, as you can see, things worked out rather well for her
[chuckle].

JEAN: I would hate to think that we’re constrained by a
black way or a white way of doing the same job. I think that
the psychology in us does, as you say, seek similarities so that
people can share their commonalities. Differences, however,
make people anxious. When workplaces and organizational
cultures unwittingly endorse that which is different is
bad, when they endorse culturally specific values as being
universal, when they ignore those who are in the minority as
being wrong, then we run the risk of failing to appreciate the
richness of diversity — that there are different solutions to
the same problem. When we fail to appreciate that diversity
exists, we marginalize what are, potentially, equally effective
means of reaching the same outcomes.

The difference/similarity issue reminds me of feminist
discourse. There is a strong divide with researchers on each
side. On the one hand, there are scholars like Janet Hyde
who has this similarity hypothesis. She argues vigorously
that there are virtually no consequential psychological
sex differences. They are just fictions. Researchers don’t
realize how small the differences are. They don’t matter,
they’re trivial. On the other hand, there are a large number
of other researchers like Carol Gilligan, one of the early
prominent ones, who argue that, indeed, there are important
psychological differences. Women do things differently in
many ways and those differences are underappreciated. It’s
quite contentious sometimes within the psychology of gender.
Do you see the same in diversity scholarship?

JOSEPH: I want to echo that. Let me provide you with an
example. Not long ago, I was having a conversation with a
group of people in the local community who were concerned
about the direction that a new director, a new leader was
taking the organization. They didn’t feel as though the
director was being forceful enough. They didn’t believe
that he was moving the organization along at a level with
which they felt comfortable. Their conversation centered on
their knowledge that the director was of American Indian
background and that he was very traditional in his lifeways
and thoughtways. His leadership style was determined by
his tribal orientation of seeking consensus and making sure
that everyone felt included at every level of the discussions
and eventual decisions. His constituents were having a very
difficult time with his leadership style and approach and
had actually started to criticize “his Indianness.” Of course I
quickly challenged that and reminded them to give him time
to assist his cohorts in understanding his style. Although his
style, born of tribal tradition, was unique to them, it could be
demonstrated that it was and could be successful.

JEAN: There is definitely a parallel. For me, I would take
the Gilligan approach with her focus on how the small
differences do matter more than the Hyde approach. When
we gloss over differences, we fail to appreciate how our lived
experiences shape how we lead. Hyde’s approach is a bit
more political in nature. The differences between the genders
are, in fact, quite small. We’re only talking about five percent.
But those small differences have been magnified at times such
that rather than creating an understanding and appreciation
of diversity, they have been used to perpetuate and create
stereotypes that have been disadvantageous to women. From
that standpoint, I can see why Janet Hyde takes the stance
that she does. But, I’m inclined to support the fact that the
differences do matter.

It turns out I was correct. They eventually came around and,
in essence, slowed down in their criticism and their seemingly
insatiable need to have top-down direction and quick
decisions no matter how important they were. They were
used to having things done on a clip-by-clip almost whirlwind
basis with a director making decisions without much input
from constituents. The former director was an Anglo woman
and they were accustomed to her style, which was very often
aggressive and assertive, whereas the new director was very
calm, and easygoing.
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JOSEPH: The feminist and cultural perspective of the social
and clinical psychologist, Carol Gilligan is one I resonate
with to a great extent. Differences do matter. Even the
little ones and even the ones that are subtle and not clearly
distinguishable from, say, other characteristics, or traits, or
descriptors matter. When you start probing deeply, from a
cultural perspective, into the meaning of gestures, comments,
statements, styles, and so on, you find that they’re lodged

11

www.ila-net.org

ILA Member Connector • February 2015
JOSEPH: I want to jump in here with an example from the
GLOBE study again. GLOBE argues that effective leaders
have integrity and tend to be charismatic. That is, they tend to
be encouraging, positive, motivational, confidence builders,
and so on. Here is where ethnocultural differences matter.
What exactly does integrity mean? More precisely what is
the conceptual, linguistic, and functional meaning of the
noun When you start to disentangle what integrity means, or
better yet what being positive means in the context of, let’s
say, one of the Alaska Native dialectics, you find that the
meaning is quite different and that it can vary according to
whose speaking and the context in which it is expressed. To
put it more simply, one of the descriptors that is discussed
extensively in discussions about culturally resonant
psychological is the notion of trust and trustworthiness.
Now, I think the three of us could come to a reasonable
understanding of what trust and trustworthiness means, but
I can assure you that that construct does not exist in some
cultures. Or, when it does exist, its meaning and interpretation
is invariably context based and may even be relationship
or relationally based. When you start getting into that level
of interpretation of a lexicon, it becomes extraordinarily
complex.

in some very, very deep, longstanding cultural traditions
that are highly valued and in many communities and bands
unquestioned.
ALICE: I think a lot of our research techniques are perhaps
too crude to pick up some of the more subtle and complex
differences [chuckle]. For example, some of the larger
differences revealed in gender literature are in fact those
that have to do with nonverbal expressive behaviors. Those
differences tend to be larger and more robust than many
others.
One thing that struck me — and you made a point about this
in your first chapter — is that there is quite a lot of writing,
and a large amount of research, on gender in leadership. I’ve
been involved in that area myself and it has gotten into the
mainstream and in quite a few of the so-called top journals
like Psychological Review and the Journal of Applied
Psychology. The economists are very busy studying gender
these days, and the sociologists and the political scientists
have been doing it for a long time. There is really a gigantic
amount of gender literature out there pertaining to leadership.
But, there is not so much about diversity in leadership. It’s a
much smaller area with your book filling a void. Why do you
think there is this huge disparity in the scholarly attention
to gender, one aspect of diversity, as compared to the other
aspects?

Consequently, one of the reasons we don’t see as much
research in this area is because conducting it is extraordinarily
complex. It is one thing to say that in some province in India
a leader is “very paternalistic” and treats everyone as if
they’re a member of his family. That’s an interesting tidbit
of information. But, when you start to probe that, as Clifford
Geertz — a cultural anthropologist — would have said, it’s
like peeling away at an onion. The deeper and deeper and
deeper you go into the meaning of something like trust or
integrity or positive motivation, the more difficult it becomes
to generalize.

JEAN: For one, I think it’s easier for women to unite since
they make up half the population. As Mao Zedong said,
“women hold up half the sky.” Women who have faced
inequities in their access to leadership roles are present
where everyone can see them. Almost everyone is exposed
to women in their lives via their mothers, their sisters,
their aunts, or their wives. Race and ethnicity, however,
are dimensions of difference that are often associated with
numerical minorities in our society. Minorities evoke outgroup attributions of being the other, not necessarily those
who are in your life, and, therefore, become more of a threat.
There is often a lack of familiarity by those in the majority
who may have had little exposure to minorities. So, I think
it’s easier for the scholarship to be drawn to women’s issues
than to the other dimensions of diversity.

ALICE: That’s a provocative view. Anthropologists these
days are forever doing a lot of cross-cultural studies, but
then they have to use some sort of measure. Therein lays the
difficulty.
JEAN: That was one of the reasons why we moved from the
notions of traits toward those of social identities. Even in
the general leadership literature, it has been difficult coming
up with a set of traits that people can actually agree upon as
being typical of good leaders.

ALICE: That’s a good point. Numbers matter. Added to that,
particularly with respect to racial and ethnic differences, there
is often actual physical segregation.

ALICE: Because they would be culture specific.

JEAN: Yes. There are people who have never really directly
interacted with someone who was different from him or her in
terms of race until a later age.
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JEAN: Right. Then the notion of adding these differences
in semantic meaning across cultures to the same terms only
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complicate the matter more. This is often why some of the
quantitative studies have not been as productive in yielding
the results and findings that we see otherwise.

and jumped in and so on. In the Asian agency, I would do the
same thing and nobody would raise his or her hands. Instead,
I would look to these nonverbal signs that I always got. A
staff member might, for example, poke the person next to
his/her so I could see and call on that person as a volunteer.
Whenever I did that, the person immediately agreed and said
okay. That was a totally different way of doing things that I
learned and realized was cultural.

ALICE: Right. They are of some value, but there are
certainly the limitations you point out. Let’s talk a bit about
something I found particularly interesting. In your analyses of
cultural leadership style there were two examples, the concept
of invisible leadership as derived from Native American
Indian cultures, and the concept of reluctant leadership,
which you ascribe to some Asian cultures. I wonder if you
could discuss the following. Let’s say we have a leader,
maybe a white male leader, an executive who is president of
a university or in a corporation or something and he reads
your book and learns about these culture specific styles. Just
how would he go about using this knowledge? How would he
proceed differently based on this knowledge?

ALICE: That’s a wonderful example. I think it gets very
difficult in mixed groups, mixed by culture and mixed by
gender, when the dominant group may be jumping in and
those who are in that dominant cultural group are taking up
all the airtime. In those cases, it does call upon the leader to
somehow strategically intervene, but I’ve found it sometimes
very challenging in groups that I’ve been a part of.
JOSEPH: Getting back to the specifics of your question,
Alice, I’m really drawn and intrigued by the concept of
invisible leadership. From my perspective and based on my
experiences, it is one of the characteristics that I highly value
in someone’s leadership style. When all is said and done,
invisible leadership is about making people, the constituents,
feel and believe they have accomplished something of
value and significance, rather than the leader in the sort of
traditional sense that we use the concept.

JOSEPH: Carefully.
[Laughter]
JEAN: I think awareness goes a long way and is an important
step. Rather than making assumptions about a person’s
behavior (based on one’s own beliefs and values) — that
someone is weak or unassertive or lacking in leadership
potential — having read the book should challenge an
executive to consider alternatives and ask questions, and gain
the knowledge and skills to incorporate these differences into
his/her leadership. It’s not unlike the example that Joseph
gave before about a leader having a different style and Joseph
telling the members to give the leader time.

In terms of college presidents, I don’t know of a college
anywhere in North America that isn’t promoting
internationalism in some form or another. Typically we see
college presidents along with their VPs, Deans, and culturally
sensitive entourages making trips to various countries, to
forge relationships and so on. This activity strongly suggests
to me that college presidents must begin to instill a sense of
cultural resonance, of cultural competence, and of cultural
sensitivity beyond simply the leadership style and the cultural
origin of a particular person. Going to China, for example,
and bringing along an interpreter is necessary, but it’s a very
basic approach to promoting and advancing collaborative
international relationships.

The next step involves developing strategies. For example,
in some cultures there are reasons for having a moment of
silence in between responses or after questions are posed—
which could involve respect. This becomes problematic in
an organizational culture where everyone is jumping in to
speak. Someone might then be wrongly viewed as being
reluctant or withdrawn, rather than acting according to his/her
cultural norms. So, a strategy might be learning to wait a few
minutes to give people time to respond. Or another strategy
would be to invite somebody in — acknowledge their value
and ask their opinion rather than assume that they’re going
to volunteer and speak up. Yet another strategy would be not
always responding to the first person to jump in.

ALICE: Yes. There are some visible, simple things that
are being done, but it needs to go much deeper in terms of
cultural difference. That’s a great point. This leads me to
wanting to ask you about some contemporary phenomena
that relate to the themes of your book. Let me raise the issue
of Sheryl Sandberg’s “Lean In” message. Her book, Lean
In: Women, Work, and the Will to Lead has been read, by
hundreds of thousands — if not millions — of people. The
book contains advice to women, who have been relatively
poorly represented at high levels in organizations, saying that

I learned that when I was running two different agencies.
One was composed of primarily white staff and the other was
composed of primarily Asian staff. In the white agency, when
I would call and ask for volunteers, people raised their hands
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the solution is mainly, or at least partially, in our own hands.
We just need to lean in. That implies some things about
leadership style, certainly. What do you think of that message
in relation to your knowledge about culture and diversity and
leadership?

but everyone in the U.S. has Barack Obama as president. In
terms of the concepts of your book and what you know about
minority issues in leadership, what comment do you have on
the lessons that he’s giving all of us?
JEAN: The first lesson would be that it’s a different
experience. As the first non-white president, I think he’s
faced many challenges that were not like those of any of his
predecessors. People are more critical of him. For example,
many people initially called him “just a good orator”, a
subtle criticism that he really didn’t have the competence
or experience needed to run the country. People feared that
he was going to cater only to the black community. With a
white president, people don’t worry that he’s going to cater to
the white community. The public didn’t always give Obama
the respect that’s necessary for his office like when he was
publically denounced as a liar. There’s also the stalemate he’s
had with Congress in which he can’t get anything passed —
because they won’t let him; then he’s told he’s too weak. But
when he makes an executive order — which other presidents
have done before him — he’s told he’s being too autocratic
and overstepping his bounds. I think he’s not accorded the
same judgment and evaluation that have been given to his
predecessors. That’s why I say it’s a different experience. It’s
actually very typical of what minorities have to face when
they take positions of leadership.

JEAN: Good question. I listened to her book on audiotape
and it was appealing; but as I was listening to it, I was
intrigued because we’ve known for decades what she’s
talking about. She cites much of the women’s leadership or
feminist literature and research that we have all done; her
appeal is that she talks about it in a way that relates to the
masses. Although she offers few new insights, the book has a
certain appeal. Her advice, essentially, is for women to learn
how to cope in a world that’s operated by masculine rules.
Applying that to diversity in general, it’s basically saying that
minorities, who may have different perspectives or styles,
may have to behave differently and adapt and conform to how
the world is. While I may agree that it is sometimes necessary
to conform to be effective as a leader, there’s also the risk that
it will silence different and innovative ideas and challenge
one’s authenticity.
ALICE: Right. In terms of your argument, I would think
that the authentic feminine style for many women might
be different. It might be somewhat more indirect, quieter,
whatever. Her book is essentially a message of conformity.

ALICE: Right. There’s a greater vulnerability that I think
that we’re seeing. I think the interpretation you give, that
he’s being treated differently, is not one that everyone would
accept. How do you think U.S. citizens in general understand
it?

JEAN: Right. Right. I remember when we were working
on Women and Leadership: Transforming Visions and
Diverse Voices. Diane Halpern, who was the President of the
American Psychological Association at the time, said: “Look,
there are times when I wanted to be more collaborative and
feminist, but I just couldn’t because it wouldn’t work in the
setting that I was in which was dominated by masculine
rules”.

JEAN: You’re right, many may not accept that. That
acceptance also divides itself by race. Inherent in all the work
we’ve done with discrimination and diversity is the concept
of aversive racism. It’s not overt. When someone is criticized
for his or her competency, it may be an expression of aversive
racism; it’s not because they aren’t competent, it’s because of
race. They’re criticized for their competency, but it’s really
about race. What people are saying about Obama is a prime
example. They’re not saying, well, we don’t like him because
he’s black, which would be overt. They’re saying they don’t
like him because he’s not competent, which is aversive
racism.

ALICE: Right. You’re in one of those groups with men and
women and the men are assertively taking control and what
do you do then? You really have to do something to get your
voice in there. Do you conform? It’s a dilemma.
JEAN: Yes, it is.
ALICE: I want to ask you about one of our most prominent
examples of minority leadership, of leadership by a person
from a minority group, that we see every day, that is Barack
Obama. He is the President of the United States and he is
the U.S.’s first African American president. We see him and
his leadership constantly being analyzed to death. It’s the
lesson that Americans have in front of them. A person may
not have a boss at work who is a member of a minority group
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ALICE: If the next president of the United States is a
woman, which is a possibility being widely discussed now, do
you think the issues will be similar?
JOSEPH: I think it depends on who she is [chuckle].

14

www.ila-net.org

ILA Member Connector • February 2015

ILA Members download the Chapter 8, “Applications — Training Culturally
Competent and Diverse Leaders,” from Diversity and Leadership.
Log in at: https://ila.memberclicks.net/chapter-downloads-

ALICE: Of course.

JOSEPH: Yeah, we mention some cultures with maternalistic
orientations, but we don’t elaborate on them in the book. In
my experience, there are some examples among particular
indigenous populations. For example, the Six Nations or the
Iroquois Confederacy and the grandmothers who, in the final
analysis, were the ones who had, and have — that’s still very
vibrant today — the final say over many policy direction, and
so on. Also, some of the tribes in Southeastern Alaska were
and still are matriarchal. Even though men were “posed as
leaders,” they weren’t. They had to listen to the matriarch.
Decisions were based on what the matriarch said and the male
leader was essentially just the messenger.

JOSEPH: With President Obama, I think a lot of people
were assuming that we would see this president operate with
a “black style,” which really has not been the case; there are
instances where that might have occurred but that discussion
can occur at another time and place. People overlooked the
fact that he had a very unique childhood and socialization
process. I don’t know if anyone has really done a detailed
analysis of his cultural background in terms of his leadership
style, but I’m sure there would be something deeply cultural
there that’s salient.
ALICE: Sometimes this concept of leading from behind is
mentioned in relation to Obama’s style. Instead of being out
in front, he’s forcing others to move forward. It reminded me
of some of the concepts in your book. In leading from behind,
he is criticized for not being assertive enough, which echoes
the cultural discussion that is there in your book.

ALICE: In that case, men had these roles but they had to
exercise that role in harmony with women, particularly older
women who were seen as wise, I imagine, and experienced.
JOSEPH: Yes. My colleagues working in New Zealand and
Australia tell me the same thing with regards to the Māori in
New Zealand and many of the aboriginal tribes in Australia.
They have similar kinds of systems there, too, where you
think you’re dealing with the leader, who happens to be this
very virile male, but in fact, he’s just a token representative of
the band or village.

JOSEPH: Right. It’s not because he doesn’t want to
be assertive, it’s simply his relational orientation. I’m
speculating, but it could be.
ALICE: It could be. Yes. Another thing that fascinated me in
the book was your long discussion of paternalistic leadership
and how it is an important concept in some cultures. There
is not much discussion of paternalistic leadership in the
mainstream leadership literature. It gets left out. So I enjoyed
that about your book, but I then wondered about maternalistic
leadership and whether you were leaving it out. One thing
that struck me, for example, is that in feminist writing
among some qualitative researcher there’s this claim that
when a woman has children and becomes a mother she has
to engage in these complex activities to keep the family and
the kids going and it’s this experience that can turn her into a
good leader. Motherhood changes her forever and she takes
those skills into the workplace and finds them really helpful
and beneficial and discovers she hadn’t really understood
leadership before she had her kids. So I thought, well, what
could be done with that. Is that a valid notion of leadership?
Is there this maternal model that deserves analysis in the
sense that’s been left out or overlooked?

International Leadership Association

ALICE: That’s a system of male and female domains of
leadership that we really don’t have in modern organizations
in an industrialized country. Instead women and men are
striving for the same kinds of positional leadership. We don’t
have that gendered system, which can work well in some
cultures.
JEAN: I think you make a good point, Alice, that we don’t
cover maternalistic leadership the way we cover paternalistic
leadership in the book. In part, I think it’s because there is
not much in the literature that talks about it. It’s emerging
in some of the newer styles of leadership, but we’re not
really at the point of being able to look back and talk about
it. I also get a slight visceral reaction when I think about it
because I feel like it is perceived as negative and diminished,
not like the examples Joe gives; instead these maternalistic
styles focus on the woman as a leader “only” because she’s a
mother.
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ALICE: Right. And where does that leave women who are
not mothers?

person, etcetera from your own party who was competent,
and they all get high ratings — yes, of course we could
vote for them for president. But then when they ask, could
you vote for an atheist, the yes responses drop down to, I
think, less than half. There is an unmentioned assumption
that the president needs to have some degree of religiosity.
Not spirituality, which is a different dimension, but at least
religiosity.

[Laughter]
JEAN: Right. There’s something odd about that. It
marginalizes women leaders in a way. So, I haven’t embraced
it, though I have seen some strong maternal kinds of
leadership. Our thinking about it is emerging and evolving,
but I don’t think it’s there yet.

JEAN: I’d like to also add that the book develops the
DLMOX, Diverse Leader-Member-Organizational Exchange,
and paradigm. The paradigm tries to pull together the many
components that we’ve been discussing. It’s not just about
leaders; it’s about leaders and their members. And, it’s not
just about the two of them; it’s about the interaction that goes
on between them. Furthermore, it’s about the importance of
the context, which includes not only the organization but also
the social and cultural contexts beyond. All of this interacts
together in terms of creating leadership. We offer this
paradigm because it’s our hope to be able to expand what our
current notions of leadership are to become more inclusive
and reflective of what’s possible for everyone.

ALICE: Yes. I’ve only seen this discussed in qualitative
studies. A woman leader being interviewed might make
the observation that they felt like motherhood helped them
become a better leader and then the researcher makes a
statement about how this is not an uncommon perception. For
myself, I’ve always had sort of a mixed reaction to it. The
workplace in an organization is quite a different environment
than the family. There are some easy carryovers, but still I’m
not sure that the learning that takes place in raising children
can be generalized.
JEAN: Right.

ALICE: Excellent. I think the book is a very good effort
and we’ll see if it resonates with mainstream leadership
researchers. It’s a struggle.

ALICE: We’re getting near the end of our time. I wonder if
there’s anything else that either of you, Joseph or Jean, want
to bring out that we haven’t discussed.

JOSEPH: Yes, it is.

JOSEPH: One thing I wanted to touch on was the leadership
styles of indigenous people, particularly in the Americas. For
the most part they truly understood and regarded themselves
as being interconnected with all physical and spiritual forms
of life. They didn’t compartmentalize the physical, the
emotional, the intellectual, and the spiritual into separate
elements. In essence, you find that spirituality really was
the cornerstone of these ethnocultural bands, tribes, and
nations. Leadership was one of the ways that a culture was
sustained and nurtured, but spirituality was the core element.
It was never questioned that a leader respected or understood
spirituality. I find that to be quite extraordinary in the context
of the picture we paint today regarding what makes an
effective leader in, let’s say, the United States. Most leaders
today don’t even come close to fitting this profile, yet those
tribes have survived for thousands of years quite effectively
from a unique deep cultural perspective on how to lead and
live productive lives.

JEAN: It’s a struggle because we’re not trying to throw out
everything that has been done. Instead, we’re saying look,
here are some things that need to be looked at and we need to
look at them with a more complex lens than we have.
ALICE: Right. It is rather a more expansive notion. I think
we need these conversations at the borders between different
researchers and that your book helps bring that along because
it gives an illustration of how this can be done. I thank you
for your book and for this conversation.
JEAN: Thank you.
JOSEPH: Thank you, Alice. You did a marvelous job of
leading us through a complex topic.

ILA Members download Chapter 8,
“Applications — Training Culturally
Competent and Diverse Leaders,” from
Diversity and Leadership. Log in at: https://
ila.memberclicks.net/chapter-downloads-

ALICE: It is unmentioned and just assumed. In some ways
it’s similar to unmentioned assumptions about the U.S.
presidency. Gallup does these surveys where they ask, could
you vote for a woman, or an African American, or a Jewish
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Introducing ILA’s New(ish) Communications Director
by Shelly Wilsey, ILA’s Chief Operating Officer

Publications, she retained responsibility for the Member
Connector while accomplishing the redesign of the
ILA website and creating the FLASH e-bulletin. Debra
shepherded the Building Leadership Bridges (BLB)
series through a number of improvements, including
its move from an in-house publication to Jossey-Bass
publishers. She established member discounts on
book purchases with several leadership publishers,
and secured free online access for ILA members to
the Journal of Leadership Studies and Leadership
Excellence and also spear-headed ILA’s support for the
start-up journal Leadership and the Humanities.

I’d like to take a few minutes to welcome — actually
welcome back — Debra DeRuyver to a full time
position with the ILA. Whether you are one of the ILA
members who have worked with her over the years
or a brand new member, please allow me to briefly
highlight the talents Debra brings to the position of
Communications Director.
I first met Debra in 1999 when she was the Electronic
Communications Coordinator for the James MacGregor
Burns Academy of Leadership, completing her
coursework for a PhD in American Studies, and
teaching courses such as Online Democracy, Activism,
& Leadership and Virtual Museums. A year later, after
I moved from another Academy program to the ILA,
Debra would offer many ideas about how the ILA
could do more. Her advice was turned into action when
shortly thereafter she began volunteering for the ILA,
contributing over 100 hours to create the ILA’s original
online CFP submission tool.

In 2012, the arrival of twins
Piper and Everett reduced
Debra’s availability but
not her ILA commitment.
Mostly working Sundays,
she began serving in the
role of book-keeper while
continuing to manage the
BLB series and the Member
Connector author interview column. During this time,
she also coordinated a RFP to find a new BLB publisher
and after interviewing finalists recommended a new
relationship with Emerald.

After working as the Internet & Information Project
Manager for the Kellogg Fellows Leadership Alliance,
Debra formally joined the ILA team in 2003 as the
Membership Services Coordinator. She immediately
created the Member Connector and established the
author interview series with free downloadable
chapters, the Member Spotlight, and the calendar of
leadership events. Again demonstrating that she was
proficient in both English and HTML, she wrote the
code for the ILA’s first branded website and developed
hundreds of pages of content. Around the time that
Jasper, her first child was born, Debra reduced her
hours but kept expanding the ILA’s membership
services by helping ILA bring our data management
in house and piloting the first ILA Webinars while
continuing to produce the monthly Member Connector
and maintaining the website.

In December 2014, after we initiated the search for
the open communications position, Debra decided it
was time to again seek full-time work. Her application
package was one of 35 received and the search
confirmed that she was far and away the most qualified
applicant. Debra possesses a rare mix of talents
including excellent writing and editing abilities along
with technical skills such as Dreamweaver, InDesign,
ASP, CSS, and QuickBooks. Her understanding of the
ILA’s diverse constituencies, passion for the ILA and
leadership studies, and commitment to excellence are
the foundation of her past and future success with the
association. Debra still has many ideas about how the
ILA can do more, many of which will be revealed in
future issues of the Member Connector!

As the ILA grew, we continued to refine our staff
structure and Debra focused her talents on the
publications area. While serving as Director of
International Leadership Association
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L eadership J ob O pportunities
Associate Director
Illinois Leadership Center,
University of Illinois at UrbanaChampaign
Urbana, IL
Closing Date: 3/20/2015
View Complete Description

Assistant/Associate Director
Garthwait Leadership Center,
Gettysburg College
Gettysburg, PA
Closing Date: 3/22/2015
View Complete Description

Assistant Professor, Leadership
& Management
Department of Managerial Studies,
St. Ambrose University
Davenport, IA
Closing Date: Until Filled
View Complete Description

Managerial Studies Assistant
Professor
Managerial Studies, St. Ambrose
University
Davenport, IA
Closing Date: Until Filled
View Complete Description

Submit Your Listing!

Dean, School of
Communications and Information
Systems
Robert Morris University
Pittsburgh, PA
Closing Date: 3/30/2015
View Complete Description
Summer Professional
Development Opportunity:
Facilitator, Mount Vernon
Leadership Fellows
Leadership, George Washington’s
Mount Vernon
Mount Vernon, VA
Closing Date: Until Filled
View Complete Description

ILA Group Members: $65 | ILA Members & Non-Members $135

Leadership in Colonial and
Postcolonial Africa: Trends and
Implications for Politics and
Development
a Leadership Perspectives Webinar Featuring

Baba Jallow
Tuesday, March 24, 2015
12:00- 1:00 p.m. EDT
Details: www.ila-net.org/webinars/
Registration: www.ila-net.org/webinars/register/
Price: Free for ILA Members; $24.95 for non-members

International Leadership Association
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How did colonialism disrupt traditional
leadership patterns in Africa? How has
leadership in Africa been transformed in the
past 50 years? Baba Jallow explores these and
other questions while talking about the first
two books in his new series “Studies in African
Leadership” published by Palgrave Macmillan.
In this leadership perspectives webinar we learn
about the emergence of modern leadership
cultures in Africa and the rise of powerful
female and religious leaders who have filled
the void left by the failure of first generation
independent African leaders. Jallow will
discuss wide ranging perspective and provide a
greater understanding of leadership in colonial
and postcolonial Africa and the implications
for modern governance and politics on the
continent. He will also argue that contrary to
the argument by some leadership scholars,
leadership studies theory is applicable to and has
been used for the study of African leadership.
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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.
Conferences, Symposia,
Workshops, Etc.

Development, NCLP’s National Leadership
Symposium, University of Louisville, KY,
USA

Apr. 10-12
Leading the Change: Social Justice in
a Complex World, 2015 Foundation for
International Education Student Global
Leadership Conference, Imperial College
Union, London, UK

Sep. 3-4
Towards Socially Responsible
Management?, 18th Annual Irish Academy
of Management (IAM) Conference, Galway,
Ireland

May 21-23
Leadership: Today & Tomorrow, IEDC Bled
School of Management conference, Bled,
Slovenia

Sep. 8-10
The Value of Pluralism in Advancing
Management Research, Education, and
Practice, British Academy of Management
Conference, University of Portsmouth, UK

June 15-18
Becoming a Leader: A Matter of
Education? University of Nordland, Bodø,
Norway, Email Anders Örtenblad for
details
June 17-20
Uncertainty Is a Great Opportunity, 15th
Annual EURAM conference, Warsaw,
Poland
July 2-4
Organizations and the Examined Life:
Reason, Reflexivity, and Responsibility,
European Group for Organizational Studies
31st Colloquium, Athens, Greece
July 12-15
Association of Leadership Educators, 25th
Annual Conference, Washington, DC, USA
CFP DEADLINE: MAR. 6
July 15 -16
7th Annual Developing Leaders Conference,
Henley Business School, University of
Reading, UK
July 20-23
Grounded in What? Re-examining
Foundational Leadership Theory:
Implications for the Field of Leadership
Studies and Student Leadership

Sep. 23-26
Localization Vs. Globalization of Leadership
and Management Development in
Dynamic Societies, 23rd Annual CEEMAN
conference, Almaty, Kazakhstan
Oct. 1-3
Leadership. Complex. World, 2015
Leadership Conference, Royal Roads
University, School of Leadership Studies,
Victoria, BC, Canada
Nov. 5-6
Claiming Our Humanity - Managing in the
Digital Age, Drucker Forum 2015, Vienna,
Austria
Nov. 6
Broadening Our Leadership Through
Diversity, International, and Global
Perspectives, 4th Annual Women Impacting
Healthcare conference, University of
Minnesota, Minneapolis, MN, USA, email
Kerry Fierke for details.
Dec. 13-15
New Directions in Leadership Studies:
Exploring the Critical Turn, 14th
International Studying Leadership
Conference, Lancaster University, UK
ABSTRACT DEADLINE: SEP. 1
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Publication Opportunities
Mar. 13
CFP Deadline: The Mid-Atlantic Leadership
Review
Mar. 15
CFP Deadline: Design Thinking and Social
Justice, a special issue of Organizational
Aesthetics
Mar. 31
CFP Deadline: Gender and Leadership, a
special issue of Leadership Quarterly
Apr. 1
CFP Deadline: Dynamic Viewpoints on
Implicit Leadership and Followership
Theories, a special issue of Leadership
Quarterly
Oct. 30
CFP Deadline: Charisma: New Frontiers,
a special issue of Leadership Quarterly
dedicated to the memory of Boas Shamir

Other Opportunities
Become a Certified Global Mindset
Facilitator March 25-27, 2015, in Phoenix.
The purpose of the workshop is to certify
consultants, coaches, executives, and
professors on the concept of Global Mindset
and the Global Mindset Inventory (GMI).
Certification provides individuals and their
organizations with the ability to assess and
develop themselves and others to work more
successfully in global roles and with global
responsibilities. There are more than 300
certified coaches globally. More information
is available on: globalmindset.thunderbird.
edu/home/certified-facilitators. ILA
members enjoy a special 25% discount.

www.ila-net.org
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Upcoming ILA Events &
Important Dates
Mar. 24

Apr. 9-10

Apr. 16

Leadership in Colonial and
Postcolonial Africa: Trends and
Implications for Politics and
Development
Leadership Perspectives Webinar with
Baba Jallow, 12-1 EDT

The Pursuit of Leadership:
Remembering James MacGregor
Burns, 2-Day Conference in
partnership with George Washington’s
Mount Vernon

Power Through Partnership: How
Women Lead Better Together
Leadership Perspectives Webinar with
Maggie Chotas, Laura Lacy, and Betsy
Polk, 12-1 EDT

Learn more | Registration Now Open

Save the Date! More information
coming soon.

Learn more | Register

May 10

Apr. 30
Deadline: Call for Editor & Volume
Theme for 2017 Building Leadership
Bridges

Acceptance status for Leading Across
Borders & Generations will be
emailed to all submitters by this date.

Learn more

June 7-10
Advancing Women in Leadership:
Waves of Possibilities, 2nd ILA
Women and Ledaership Affinity Group
Conference, Asilomar Conference
Grounds, Pacific Grove, CA, USA
Learn more | Registration Now Open

June 12
Deadline:Call for Papers
Kenneth E. Clark Student Research
Award
Learn more

Aug. 2-5
Leadership Education Academy
Conference, Orlando, FL, USA
Learn more

Oct. 14-17
Leading Across Borders &
Generations, 17th Annual Global
Conference, Barcelona, Catalonia,
Spain
Conference Home Page

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 discounts are available for insertion orders of three
or more months. To place an order please email Debra DeRuyver
at dderuyver@ila-net.org

International Leadership Association
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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)

www.ila-net.org
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Advancing Women in Leadership:
Waves of Possibilities
7-10 June 2015 | Asilomar Conference
Grounds, Pacific Grove, California

Advancing Women in Leadership, the 2nd International
Leadership Association Women and Leadership
conference, will bring together top scholars, leaders,
and practitioners to discuss the latest research and
work related to women and leadership. Nestled in
the historic Asilomar Conference Grounds a peaceful,
rejuvenating setting on the shore of the Pacific Ocean
in Pacific Grove, California, this intimate conference
of several hundred attendees promises distinctive
opportunities for learning, discussion, networking,
reflection, and renewal.
More than fifty concurrent sessions ranging from
papers, panels, and presentations to roundtables and
workshops—anchor the agenda with ample opportunity
for networking and reflection peppered throughout.
Each morning begins with a Mind & Body Activity
and each evening concludes with a communal meal,
an Evening Reflection, and Fireside Chat with such
leadership luminaries as Edgar Schein, whose recent
book, Humble Inquiry: The Gentle Art of Asking Instead
of Telling, was the 2014 recipient of the Outstanding
Leadership Book Award.
The agenda and session guide for Advancing Women in
Leadership are available online at:

Keynote Speakers
Nyaradzayi Gumbonzvanda
Betsy Myers
Gumbonzvanda is General
Secretary of the World YWCA.
Previously she served as
Regional Director for the United
Nations Development Fund for
Women in Eastern and Horn of
Africa and as a human rights
officer with UNICEF in Liberia
and Zimbabwe.
Myers is the founding director
of the Center for Women and
Business at Bentley University.
She was previously a senior
adviser to Barack Obama’s
presidential campaign as COO
and as chair of Women for
Obama.

www.ila-net.org/WLC
Registration is now available online. Register before
March 15th and save $50.
Questions? Conferences@ila-net.org
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