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Registration for ILA Barcelona is now open!        View Complete Agenda
Register by July 15th and save $60! 

Important Barcelona Dates 

May 10 - Acceptance notices go out. 
October 14 - Pre-cons start at 8:00 AM in Barcelona
October 14 - Welcome Address & Opening Reception begin at 18:15
October 17 - Closing Plenary ends at 13:30 followed by postcons through 19:00

There are many firsts awaiting you at this year’s annual global conference. Here 
are a few special milestones for the association: 

Post-Conference Workshops! - For the first time, ILA is offering post-conference 
workshops Saturday afternoon and evening following the closing plenary. 

10 Concurrent Sessions! - Concurrent sessions packed with workshops, 
panels, papers, and presentations plus roundtable and poster sessions equals 
unprecedented learning opportunities. 

Public Leadership Networking Dinner! - ILA’s Public Leadership Member Interest 
Group join’s the growing ranks of member communities hosting special meals at 
the conference.  View complete list of community networking meals. 

Convention Center! - This is the first time the conference will be held in a 
convention center, (Centre de Convencions Internacional de Barcelona) 
and not a hotel. Providing light-filled, purpose-built space, enjoy views of the 
Mediterranean while conferencing.    

Multiple Conference Hotels! - With contracts at four hotels conveniently located 
near the convention center, attendees have a choice of accommodations. 

What firsts will you find in Barcelona? 

A Year of Firsts at ILA’s 17th Annual Global 
Conference in Barcelona

http://www.ila-net.org/Conferences/2015/Registration.html
http://www.ila-net.org/Conferences/2015/Program.html
http://www.ila-net.org/Conferences/2015/workshops.html
http://www.ila-net.org/Conferences/2015/Program.html
http://www.ila-net.org/Conferences/2015/se-public-leadership-dinner.html
http://www.ila-net.org/Conferences/2015/special-events.html
http://www.ccib.es/home
http://www.ila-net.org/Conferences/2015/hotel.html
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Join ILA’s Board Team!
Scott Allen, Chair, Board Development Committee

The International Leadership Association is looking for 
committed, energetic members to serve on its Board of 
Directors. I’m writing today to invite you to consider 
nominating yourself or another qualified ILA member 
for consideration.  

As the ILA continues to grow and expand globally, 
the selection of its governance leaders remains critical 
to its success. The Board of Directors is responsible 
for the health, growth, and sustainability of the ILA. 
It develops and oversees implementation of the ILA 
strategic plan; establishes and monitors goals and 
objectives; works with the CEO to establish fiscal, 
personnel, and programmatic policies; and ensures 
compliance with legal requirements in the U.S. for a 
non-profit 501(c)(3) organization. 

The strength of the ILA Board of Directors is 
its mix of talents, experiences, perspectives, and 
expertise. It is composed of 12-18 experienced and 
accomplished professionals who are noted in their field, 
knowledgeable about the ILA, and deeply committed 
to its success. Each year about one-third of the Board 
members’ terms expire creating opportunities for others 
to serve.

Being a board member is a three-year, unpaid, 
volunteer commitment with a two-term limit. Terms 
begin January 1, 2016 and end December 31, 2018. 
Without exception, Board members cover their own 
membership, meeting, conference, and retreat related 
expenses — or have a firm agreement with their 
institution for financial support — and each is also 
expected to make an annual financial gift within their 
means to the ILA. This is a hardworking Board which, 

Nomination Deadline: June 1, 2015
Download Packet (pdf) | Download Form (doc) 
Submit to: swilsey@ila-net.org

at this stage of the ILA’s development as a stand-
alone, non-profit organization, bears responsibility for 
developing the needed policies and processes that will 
serve as a foundation for the ILA’s global expansion. 

If you are interested in being considered for a Board 
position, please download the Board Interest Packet 
(pdf) and Interest Form and review them carefully. 
Complete and submit the Interest Form by June 1 to 
ILA’s COO, Shelly Wilsey, at swilsey@ila-net.org. 
The Board Development Committee will review and 
evaluate candidates using board approved criteria 
and the ILA’s strategic priorities. Interviews will be 
held in July and August. The Committee will submit 
our recommendations to the Board in September for 
consideration.

Please understand that we receive more applications 
than open seats on the board. Dedicated members apply 
who would be hard working board members, but who 
don’t at the moment provide the diversity of location 
and experience for which we aim. In these cases we 
always encourage service in one of the many other 
capacities that contribute to the ILA’s mission.

Thank you for your continued participation in the 
ILA. You are part of the unique composition of 
scholars, practitioners, executives, and educators 
whose collective work in this Association can deepen 
the public’s understanding of effective and ethical 
leadership for the common good. I appreciate your 
willingness to consider this important governance 
position. 

http://www.ila-net.org/Members/Directory/Downloads/Newsletter/2015ILABoardInterestInformation.pdf
http://www.ila-net.org/Members/Directory/Downloads/Newsletter/2015ILABoardInterestForm.doc
mailto:swilsey%40ila-net.org?subject=2015%20Board%20Nomination
http://www.ila-net.org/Members/Directory/Downloads/Newsletter/2015ILABoardInterestInformation.pdf
http://www.ila-net.org/Members/Directory/Downloads/Newsletter/2015ILABoardInterestForm.doc
mailto:swilsey%40ila-net.org?subject=2015%20Board%20Nomination
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Details: www.ila-net.org/webinars/
Registration::goo.gl/64rrca 
Free for ILA Members

Are you missing half the story? 

Join Marc and Samantha Hurwitz in this Leadership Perspectives webinar as they share new ideas and practical advice from their 
important new book Leadership is Half the Story: A Fresh Look at Followership, Leadership and Collaboration. Their insights 
will change how you research and how you think about workplace roles. Attendees will view an integrated model that treats 
leadership and followership as complementary roles, and learn why that changes how we study both; gain practical techniques to 
evolve their own leadership development programs; explore research and case studies showing how followership development has 
had significantly positive results, and why it is crucial for personal and organizational success; and learn useful tips for advancing 
the leadership and the followership skills of the organizations they work with and within. Join Marc and Samantha to learn the 
other half of the story — that it takes both, leadership and followership, to get the best results. 

Leadership Perspectives
the international leadership association webinar series

Leadership Is Half the Story
Marc Hurwitz & Samantha Hurwitz

Wednesday, May 27, 2015

1:00- 2:00 p.m. EDT

The Coach’s Mind Manual: Enhancing 

Leadership with Neuroscience, Psychology, and Mindfulness

Syed Azmatullah

Thursday, June 25, 2015

1:00- 2:00 p.m. EDT
Details: www.ila-net.org/webinars/
Registration: goo.gl/A5eCXK
Free for ILA Members

Do you know your own mind? 

Take a tour of your own mind in this Leadership Perspectives webinar as presenter Syed Azamatullah leads you through the 
different mental functional systems that, like departments in an organization, work together towards personal goals. Participants 
will be introduced to mindfulness and role-modelling (personifying) techniques that will enable them to become more fully aware 
of how their own mind is working moment to moment so they can adjust contributions from various mind functions to meet 
emergent needs. Participants will learn how to identify their own most and least strongly developed functional systems; gain an 
enhanced appreciation of the range of mental functions that contribute to performance; see how problem solving capabilities 
may be enhanced by embodying the contributions from different functional perspectives; and understand how individuals and 
leadership teams may be strengthened by optimally covering all of one’s functional bases when facing challenges. In order to 
effectively conduct an orchestra it is helpful to know what sounds different instruments may make. In order to effectively conduct 
ourselves it is helpful to know what our mind’s different functions may do. Join Syed for this Leadership Perspectives webinar and 
learn how to develop your own mental symphony. 

Leadership Perspectives
the international leadership association webinar series

http://www.ila-net.org/webinars/
http://goo.gl/64rrca
http://www.ila-net.org/webinars/
http://goo.gl/A5eCXK
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Autoethnographic Methods for Leadership Research 

Method Moments

The first article in ILA’s “Method Moments” series about 
leadership research explored the issue of rigorous and 
relevant leadership research, encouraging ILA members 
to engage in leadership research to advance knowledge 
about leadership. Rebecca J. Reichard, Scott J. Pine, and 
David M. Rosch argued “Rigorous and relevant scholarship 
is important to ultimately have a positive impact on 
society through narrowing the research-practice gap in 
the area of leadership and leader development” (2014, 
p.4). We totally agree, and suggest that autoethnographic 
methods are appropriate towards accomplishing this goal. 
Below, we provide a brief outline of autoethnographic 
methods, summarized from our recent book Collaborative 
Autoethnography (Chang, Ngunjiri, & Hernandez, 2013) and 
other recent publications. 

Autoethnography is a qualitative research method that 
utilizes an individual’s own life as the starting point 
for research. The researcher becomes both the research 
data source as well as the instrument of research. Chang 
(2008) defines autoethnography as “a qualitative research 
method that utilizes ethnographic methods to bring cultural 
interpretation to the autobiographical data of researchers 
with the intent of understanding self and its connection to 
others” (p. 36). Carolyn Ellis, who is the grandmother of 
autoethnography due to her expansive solo and collaborative 
work, describes it thus: “It is an autobiographical genre 
of writing and research that displays multiple layers of 
consciousness…Back and forth autoethnographers gaze: 
First they look through an ethnographic wide angle lens, 
focusing outward on social and cultural aspects of their 
personal experience; then they look inward, exposing a 
vulnerable self that is moved by and may move through, 
refract, and resist cultural interpretation” (Ellis, 2004 p. 37). 

Some autoethnographers, like Ellis, advocate for an 
evocative approach to autoethnography where story telling 
is simultaneously the method and the analysis. Though 
we appreciate evocative autoethnography, the approach 
to which we are aligned is more analytical (Anderson, 
2006; Ngunjiri, Hernandez, & Chang, 2010; Chang et 
al., 2013). Collaborative autoethnography (CAE) takes 

autoethnography into a communal space of two or more 
collaborators. Moreover, CAE is more than sharing personal 
story telling; rather, it also involves critical analyses of 
those stories in order to provide insight into sociocultural 
phenomenon such as leadership experience in particular 
contexts and situations. For example, one of our most 
recently published articles focuses on telling and analyzing 
our stories related to being immigrant women of color 
exercising leadership in predominantly white institutions 
(Hernandez, Ngunjiri, & Chang, 2014). 

In choosing to apply methodological rigor and critical 
analysis to the study, and to make our stories public, we 
have chosen to give voice to people like us who lead in 
marginal spaces, illuminate such experiences, and generate 
scholarly conversations and research efforts along these 
lines. Hence, the intent of CAE is not generalizability, but 
in keeping with the tradition of qualitative inquiry, it is to 
provide thick and rich descriptions of situated experiences, 
and in so doing, to advance understanding about the 
phenomena — in this case, the experiences of women as 
leaders in higher education. The themes that emerged from 
our collaborative autoethnographic study contribute towards 
advancing knowledge, towards building theory. “The central 
navigational strategy is the unique multifocal lens we posses 
as outsiders within the U.S. academy. It is the part of our 
identity that we guard most aggressively. From this critical 
standpoint, we discern how best to reconfigure out identities 
and engage in tempered radicalism as acts of resistance 
against system that seek to marginalize us…” (Hernandez et 
al., 2014, p. 7). 

So how then does one go about doing a CAE study? In 
Collaborative Autoethnography (Chang et al., 2013), we 
provide exhaustive steps and processes for undertaking a 
collective autoethnographic project, where two or more 
researchers combine their self-data in order to narrate and 
explore a particular experience, identity, or phenomena. 
Briefly, the steps can be summarized 
as choosing a team and a topic, data 
collection and analysis, and meaning-
making and writing. 

Faith Wambura Ngunjiri serves as Director, Lorentzsen Center for Faith and Work, and Associate Professor of Ethics 
& Leadership at Concordia College, USA. She is also co-editor of the ILA Women and Leadership: Research, Theory, 

and Practice book series, as well as the Palgrave Studies in African Leadership book series. Her research focuses on 
women and leadership in various contexts, autoethnography research practice, and spirituality in the workplace. 

Faith Wambura Ngunjiri, Concordia College; Kathy-Ann C. Hernandez, Eastern University; Heewon Chang, Eastern University

mailto:fngunjir%40cord.edu?subject=
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Choosing a Team and a Topic: Teams may begin by 
collectivizing around a common topic, or determining a 
topic and then inviting team members to join. Our approach, 
which resulted in the article in the International Journal of 
Qualitative Studies in Education, involved coming together 
as people who shared a set of common identities, and 
designing the study to explore those identities, as people 
who, at the time, were working in the same institution. 
Specifically, we came together when Heewon was 
facilitating a learning community after the publication of her 
Autoethnography as Method (2008). Realizing our shared 
identities as immigrant women who have had to develop 
a racial identity in the U.S., we decided to use that as the 
starting point for our collective research. Geist-Martin et al. 
(2010) is an example of the other approach which begins 
with proposing a topic and then inviting participants. Patricia 
Geist-Martin was interested in the topic of mothering and 
sent out a call for participants to explore the topic together 
for a conference. After the conference, the co-researchers 
then published an article exploring their collaborative 
autoethnography process in a special issue of the Journal of 
Research Practice, which we co-edited.

Data Collection and Analysis: After forming a team 
and determining the topic of study, the researchers then 
need to choose the kinds of data to be collected in order 
to respond to their central research question. These can 
include recollecting memory data, collecting photographs 
and other archival documents, interviewing each other, 
etc. In Autoethnography as Method (Chang, 2008) and 
Collaborative Autoethnography (Chang et al., 2013), 
we provide exhaustive how-to instruction for this step. 
Additionally, the team needs to determine the data collection 
approach for the study. Will it be a sequential approach, 
where researchers post their data in turn, or a concurrent 
approach, where all researchers submit their self-data into 
the pool simultaneously? 

For example, in our recent article, we started by asking one 
research question around experiences that illustrated our 
recognition of our gender identities. We first wrote about 
it independently, collected the stories and reviewed them, 
and then met for a focused group discussion to engage in 
meaning making and determine further questions. We used 
those subsequent research questions to collect self-data, 
and then met again for a focused group discussion to make 
meaning of that data. This iterative process went on until 
we felt that we had exhausted data collection to explore 
the overall research question. As we were collecting data, 

it occurred to us that it would be beneficial to outline these 
steps for others to follow since we found ourselves building 
the bridge as we walked on it. That is how the book was 
born, to enable researchers to take advantage of collaborative 
autoethnography in their own studies. 

Meaning-Making and Writing: In qualitative research, 
data collection and analysis go hand in hand, iteratively. 
However, the meaning making that takes place along with 
data collection is merely preliminary. Further, more focused 
meaning making should take place after the data collection 
iterations are completed. In this phase, researchers can make 
meaning of the data individually then bring their codes 
and themes together for communal negotiation — that is, 
individual and collective meaning making — in order to 
exploit the power of doing research collectively. Meaning 
making is further enhanced by having a team of researches 
who bring different strengths and different disciplinary and 
theoretical backgrounds to the study — providing theoretical 
triangulation that increases the rigor of the study. The 
team can agree on whether they should all be co-authors 
of the final product (see for example, Lapadat et al., 2010), 
or whether only a sub-section of the team will co-author 
the final, publishable product (see for example, Chang, 
Longman, & Franco, 2014). 

Rigor and Relevance

As collaborative autoethnographic methods continue to 
explode in relevance and usage by scholars from various 
disciplines, it is imperative that researchers utilize tried 
and tested approaches to assure rigor. In our own work, 
we stress process, the salience of scholarly significance 
of CAE projects, transparency, as well as three forms of 
triangulation— data triangulation, theoretical triangulation 
and analyst triangulation — which all help to enhance rigor 
by providing multiple perspectives (Chang et al., 2014; 
Chang et al., 2013). Further, we stress the need for ethics and 
protecting not only ourselves, but also those implicated in 
our self-stories (Hernandez & Ngunjiri, 2013), and we seek 
to align our work with the standards of our respective fields. 

The more people involved in the data collection and analysis, 
the more likely a variety of perspectives are brought to 
the study through which researchers can examine their 
intersubjectivity and enhance rigor. For 
example, Chang et al. (2014) involved data 
from 14 participants. These participants 
shared their varied perspectives at the 

Kathy-Ann C. Hernandez is Prof. of Educational Psychology and Research Methods and Director of Research for the 
Loeb School of Education at Eastern University, USA.  Her work has appeared in the Handbook of Autoethnography, 

and several journals. Her research focuses on the Black Diaspora and the salience of race/ethnicity, gender, and 
social context in identity formation, leadership development, and social and academic outcomes.

mailto:khernand%40eastern.edu?subject=
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data collection stage and probed each other with challenging 
questions during data analysis and interpretation, which 
often shattered presumptions of fellow teammates. In 
addition, CAE studies encourage researchers to collect a 
variety of data, instead of relying only on one type of data, 
typically memory data. More “subjective” data such as 
memory and reflective data can be triangulated with more 
“objective” or physical data such as official documents 
or published materials to check accuracy, credibility, and 
transferability of data analysis. 

Reichard et al. (2014) further argued that rigor and relevance 
must go hand in hand: “Rigorous scholarship is needed, but 
without relevance, our research misses the target” (p. 5). 
CAE methods provide leadership research with contextual 
relevance. Drawing from the ethnographic tradition of 
research, CAE places players within their socio-cultural 
contexts. For organizational leaders, this means a leadership 
and organizational context within which researchers 
interrogate, analyze, and understand their leadership 
experiences. Considering the inevitable interactivity between 
leaders’ experiences and their environments, CAE offers 
richer explanations about leaders’ experiences than other 
research methods that often isolate their experiences from 
their contexts, thus ensuring that CAE research is always 
contextually relevant. 

Applications of Autoethnographic Approaches

Autoethnographic methods, whether solo or in collaboration, 
offer leadership scholars critical, transformative, and 
contextually relevant methods for studying leadership 
(Chang, 2013). In a solo format, the researcher centers his/
her investigation on his/her unique leadership-related topics 
and experiences. A collaborative format provides a group of 
researchers with rich data sources from their multiple stories 
and lived experiences from which to construct their shared 
meaning and thus contribute to leadership knowledge and 
understanding. In our book Collaborative Autoethnography, 
you will find descriptions of various applications of CAE 
practice for use in the classroom, building community, 
professional development, and as a tool for activism. 

In the classroom, for example, CAE can be utilized 
for teaching students how to do qualitative research by 
using their own leadership experiences as sources of 
data and going through the entire process of building 
teams; determining topics; collecting, analyzing, and 
interpreting data; and writing it up as a final project or even 

for presentation in conferences. Heewon has done that 
with Organizational Leadership PhD students at Eastern 
University, who often subsequently present their research 
at ILA conferences. Further, some of those projects from 
Heewon’s qualitative research classes grow into dissertation 
topics for some of the students; in which case, the class CAE 
project serves as a pilot study for later dissertation work. 

CAE can be utilized in building communities of solidarity 
through self-exploration and collective discovery, a topic 
well illustrated in the work of Lapadat and her students 
(Lapadat et al., 2010) as well as Toyosaki et al. (2009). This 
process of building communities of solidarity is particularly 
applicable to using research as activism, where co-
researchers engage in collective action and agency over a 
particular social or institutional issue. The book also explores 
using CAE as a tool for critical work, as it empowers 
researcher-participants to find and articulate their individual 
and collective voice. This is particularly useful in giving 
voice to marginalized populations, enabling participants to 
articulate their leadership agency and capacity for action. 
Finally, we argue that CAE can be utilized in professional 
development practice, such as faculty development 
programs (that is how our own began), or leadership 
development in organizations.  

Conclusions and Further Reading

Space does not allow us to go into a lot of details about 
each of these applications of CAE approaches, so allow 
us to commend our book to you for further exploration. In 
addition, we commend the works of autoethnography gurus 
Arthur Bochner and Carolyn Ellis to you — they offer a 
vast array of autoethnographic texts, both methodological 
ones and autoethnographies of their own lives. Tessa 
Muncey (2010) has also written an insightful text Creating 
Autoethnographies that is easy to follow. The journals that 
publish autoethnography work include Qualitative Inquiry, 
and Cultural Studies<=>Critical Methodologies, both by 
Sage. 

Autoethnographic methods remain marginalized in 
leadership studies, we commend them to you to enhance 
your repertoire of appropriate research methods to use for 
research, teaching, building communities of practice, and 
engaging in activism towards leadership 
for social justice in your context. “CAE 
has the potential to be used in diverse 
ways, with many different audiences, 

Heewon Chang is a professor in the PhD in Organizational Leadership program at Eastern University, USA. She 
teaches qualitative research and educational leadership and serves as editor-in-chief of the International Journal 

of Multicultural Education. Three of her recent books are: Autoethnography as Method (2008), Spirituality in Higher 
Education: Autoethnographies (2011, co-edited), and Collaborative Autoethnography (2013, co-authored).  

mailto:hchang%40eastern.edu?subject=
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and can therefore generate co-created knowledge that is 
actionable, personally meaningful, and empowering for all 
involved” (Chang et al., 2013, p. 149). We welcome your 
questions and are available to offer advice as appropriate. 
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by Rita A. Gardiner (Palgrave, February 2015)

JULIA: Hello, my name is Julia Storberg-Walker and I have 
the pleasure today of interviewing Rita Gardiner, who is a 
member of the International Leadership Association and the 
author of Gender, Authenticity and Leadership: Thinking 
with Arendt published this year by Palgrave.  

I’d like to begin by giving our readers a brief overview of 
the book. Gender, Authenticity and Leadership attempts to 
trace the conceptual underpinnings of authentic leadership 
by exploring Western notions of authenticity and gendered 
subjecthood from about the 18th century onward. Rita, like 
Hannah Arendt, believes that by examining the past, we can 
learn more about problems in the present. 

Welcome, Rita, and thank you so much for agreeing to this 
conversation.

RITA: It’s lovely to have the opportunity to talk about my 
work. 

JULIA: Rita and I spoke 
during a pre-interview and 
created a loose outline of our 
talk for today’s conversation. 
Both of us are committed to 
having an informal dialogue 
about the book, but we 
wanted to give you, the 
reader, an overview of the 
five key topics that we hope to address today.  

Rita will first give you a brief overview of the ideas of 
Hannah Arendt. The second thing we’ll cover is a critique 
of authentic leadership theory and leadership studies, in 
general. We’ll then discuss the gendered nature of the world 
and its history, followed by the ethics of leadership.  Finally, 
Rita will touch on the findings of a study she did and its 
implications for women in leadership. Of course, these 
topics may intertwine during our conversation. They all 
are interrelated and interconnected to the broader issues of 
gender and authenticity.

Gender, Authenticity and Leadership: 
Thinking with Arendt

Featured Author Interview

Rita A. Gardiner teaches 
leadership ethics, 

women’s studies, and 
feminist theory at The 
University of Western 

Ontario and King’s 
University College in 
London, Ontario. Her 
publications focus on 
women’s leadership, 

and the work of Hannah 
Arendt and Simone 

de Beauvoir. In 2014, 
Rita received the Paul Begley Award for her outstanding 

contribution to postgraduate research in educational 
leadership, presented by the University Council for 

Educational Administration’s Consortium for the Study of 
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Rita, is there anything else you want to add at this point?

RITA: That sounds perfect.

JULIA: Excellent. Rita, a lot of us may not know about 
Hannah Arendt. Please tell us about her. What were her key 
contributions to authentic leadership theory? How did you 
make the connection between Hannah Arendt, who I read in 
political science class, and women and leadership?

RITA: Arendt, for those who might not have heard of her, 
was born in 1906 in Germany, the only child of a Jewish 
couple. She was a very bright young woman at university 
and studied with Martin Heidegger and Karl Jaspers. Then, in 
the early 1930s, when the Nazis came into power, she had to 
escape Germany moving to Paris where she spent eight years 
meeting people like John-Paul Sartre and becoming very 
good friends with Walter Benjamin. After Paris, she moved to 
the U.S. and spent most of her time in New York City.  

It wasn’t until Arendt was in her mid-40s that she published 
her first book in 1951, The Origins of Totalitarianism. The 
book is a very powerful examination of what had happened 
in Germany as well as what was happening in Stalin’s Russia 
at the time. It traces the origins of totalitarianism, which she 
sees as very different to other similar ways of leading, such as 
tyranny. Then, in 1956 she published The Human Condition, 
which is one of the books that most people come to know 
Arendt through. 

One of the things that I love about The Human Condition is 
Arendt’s notion of narrative and how narrative is key to the 
ways in which we understand human existence. My mother 
was Irish and I grew up learning lots of different fairy tales — 
all ones that she made up — because that was part of her oral 
tradition. I think one of the things that Arendt wanted to do in 
her work was to remember the rich oral tradition that was part 
of the Jewish community, much of which was lost due to the 
Holocaust.

Fast forward a bit. Those two books, The Human Condition 
and The Origins of Totalitarianism, make Arendt famous. 
However, she was to become infamous in 1963 when she 
published Eichmann in Jerusalem. The New Yorker sent 
Arendt to Jerusalem in order to cover the war criminal Adolf 
Eichmann’s trial. One of the things that Arendt said, to many 
people’s horror, was that although Eichmann’s deeds were 
heinous, his evilness was banal. People like him in the Nazi 
regime were banal because they were thoughtless. This 
question of thinking, in an Arendtian sense, is tied up with 
the notion of critical thinking. That is, one doesn’t just go 

along with what is socially acceptable without reflecting upon 
what it means. Arendt was a scholar who was not drawn to a 
particular ideology. She was not interested in being perceived 
as a liberal or a conservative. She wanted to understand the 
world in her own very particular way, and she encouraged 
everyone else to do that, too.  

She died in 1976 while she was writing The Life of the Mind, 
considered to be her most philosophical text. In The Life of 
the Mind, she had sections on thinking, willing, and what 
is the most Arendtian way of looking at the world, judging. 
Unfortunately, she died while she was working on judgment. 
It’s only thanks to the novelist Mary McCarthy, who was a 
great friend of Arendt’s, that we actually have the text of The 
Life of the Mind.

So, that’s about it, in terms of her background. Obviously 
she was very influenced by existential hermeneutic 
phenomenology, as am I in my work. To get back to 
leadership studies, per se, what Arendt’s work can give us is 
a way of thinking about leadership that really takes in diverse 
perspectives. She’s trying to think about leadership not just in 
the past but also about how leadership works in the present. 
She’s trying to think about some of the problems as well as 
some of the opportunities with leadership.

JULIA: How you described her comment on Eichmann was 
fascinating to me. So many would have seen Eichmann as an 
evil leader, but that wasn’t Arendt’s position. 

RITA: Why does she say he’s banal? Because she’s at the 
trial — and the trial goes on for many, many weeks — and 
one of the things that Eichmann does is talk in clichés. He 
hasn’t got an original idea. For our readers, I would like to 
suggest they go see a fantastic movie by Margarethe von 
Trotta that came out in 2012 about Hannah Arendt and 
specifically about the Eichmann trial. Arendt’s view was 
seen as appalling by many in the Jewish community. She was 
vilified, absolutely vilified. She received hate mail. Yet, she 
doesn’t waver from what she thinks. In her last book, The 
Life of the Mind, she begins again in trying to think about 
why people perpetrate great evil. And she says it’s because 
they don’t think. They’re thoughtless. They choose to be 
thoughtless. They choose to go along with any regime, just 
because it’s easier that way and they can go up the hierarchy.

JULIA: Yes. Connecting this to what we’ll talk about later, 
it’s almost as if today’s organizations allow and condone that 
kind of non-thinking anonymity for leaders, which Arendt 
will talk about.
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RITA: Yes.

JULIA: How did she process or what did she think about this 
backlash against her?

RITA: Here’s the thing about Arendt. One of the things she 
says about the way in which she worked is that what she’s 
trying to do with any problem is to understand. She writes to 
understand. So for her, once her work goes out into the world 
it’s for others to make a decision about it. At that point she’s 
finished with it. She comes back to topics such as leadership 
and evil in her later work, but her finished writing has an 
existence independent from her.

JULIA: Interesting. Your background on Arendt and her 
history lays the foundation for our next topic, which you 
hinted at it. That is, what made you, as a scholar, take that 
information and connect it to authentic leadership theory and 
gender?

RITA: I should back up a little bit and tell you that prior 
to going back to school to do a PhD I was a university 
administrator at a liberal arts women’s college with a very 
strong social justice mission. One of my tasks was to set 
up an institute for women in leadership and the connection 
between gender justice and social justice was very important 
in the way that we thought about leadership. One of the 
things I noticed was that women who came to the conferences 
and workshops we hosted were very interested in this 
question of how one could be a genuine human being while 
being involved in a bureaucracy with the problems that can 
sometimes arise.

That led me to go back to school to do the PhD. I wanted 
to look at gender authenticity and leadership. I want to say 
here that I was really influenced by the work of Alice Eagly. 
I think the article she wrote in 2005 looking at relational 
authenticity is fabulous. It got me thinking about questions 
of relationality, not from a social psychology perspective as 
with Eagly, but from a feminist theory and phenomenological 
perspective. That’s how I connected with Arendt, who I 
should mention is not someone who had strong feminist 
leanings. For instance, in an interview she gave with Günter 
Grass around the mid-60s she said she didn’t think women 
should give orders!

But what Arendt shows us is that even though she was old 
fashioned in the way she thought about women’s place in the 
world, nevertheless, she herself showed leadership constantly. 
So you have that paradox between what she sometimes said 
and how she acts. I think this is important. In The Human 

Condition, I believe, she quotes Cicero who said something 
along the lines of “I would rather go astray with Plato than 
keep with people who dislike him.” If you are a thinker of the 
highest order, and I would place Arendt in that sphere, you 
often, in your own work, change the way that you think. As 
readers, we can see that in the thinker’s work itself. If you 
look at Arendt’s work, she sometimes says things that, to me 
as a feminist theorist, are somewhat infuriating, but her work 
is so rich that I keep going back to her. For anyone who gets 
slightly interested in Arendt by this interview, I would suggest 
that a great place to step into her work is with her essays. 
She wrote a book of essays titled Between Past and Future 
where she looks at questions such as what is authenticity, 
what is freedom, what is education, etc. That’s a very long 
explanation, Julia. [Laughs]

JULIA: No, that’s really good. Rita, we’ve talked a bit 
about Hannah Arendt and the connections that you drew and 
you’ve also given us some good resources, including the 
Eagly article and Arendt’s essays. Let’s move to the topic of 
the critique of contemporary authentic leadership theory and 
leadership studies. Help us understand this critique that your 
book makes.

RITA: To start we have to look at the body of work that has 
been created by Bruce Avolio and others where there’s a real 
concentration on specific characteristics that they say make 
someone authentic.

JULIA: Like the four characteristics.

RITA: Yes, the four characteristics — self-awareness, 
relational transparency, balanced information processing, 
and internalized moral perspective. When I read their work, 
I found it puzzling. How do these characteristics necessarily 
mean that someone is or isn’t authentic? Looking at this 
through an Arendtian lens, one thing she does is try to get us 
to see that we often construct specific models to understand 
the world. This is something that happens consistently in 
social science research. But, when we do that, she says, we 
confuse knowledge with meaning.

What I’m trying to get at with my book is how to understand 
the different ways in which authentic leadership manifests 
itself in the world and how it affects gendered relations. It’s 
a really different approach to thinking and one that obviously 
is influenced by philosophy and also, from my perspective, 
by feminist theory — specifically intersectionality. 
Intersectionality, for me, gives us a way of really thinking 
through some of the problems with authentic leadership when 
it’s constructed or modeled in a particular way.  
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Specifically, intersectionality allows us to understand 
situational context in a much deeper way. How in one 
instance, a man might feel prejudice because of race or 
because he’s gay, while in another a woman might experience 
prejudice because of her age or because of her gender. It’s 
this complexity that we need to think about when we think 
through authenticity and leadership and its connection to 
gender. Arendt, in my opinion, allows us to do that.

JULIA: A big element in your book is about ethics in 
authenticity, as well. One of the questions you pose that really 
struck me was, “if you imagine a world full of authentic 
leaders, will it necessarily be a better place?” There seems 
to be a default assumption in much contemporary, authentic 
leadership scholarship that authenticity means good and 
there’s actually no theoretical justification for that.

RITA: Right. Right. I think this is one of the other things 
that we need to think about when we write on authentic 
leadership. We need to think about how not all people who 
say they’re authentic in their leadership are good. Believing 
that authenticity equals good leadership doesn’t allow us to 
look at questions of evil or questions of hypocrisy. Hypocrisy 
is something that Arendt looks at in her work, as I do in mine. 
It’s really important that we get a much more nuanced way 
of thinking about whether authenticity is actually good for 
leadership, and if it is, in what ways?

My thinking on ethics is very much influenced by the work of 
two scholars, Joanne Ciulla and Donna Ladkin. What I find 
when I read the literature on authentic leadership is that we 
see questions of efficiency almost obscuring notions of ethics. 
While I can understand that you often need to be efficient 
to be successful, what I want to say, in concert with Joanne 
Ciulla, is if ethics is at the heart of leadership, then we need 
to spend more time really thinking about what authenticity 
does and what it does in different contexts.

JULIA: Very interesting. Beyond authenticity, how would 
you present an Arendtian critique of leadership studies just in 
general?

RITA: Oh, nothing but the big questions here! [Laughs] With 
regards to leadership, I think one of the things that Arendt 
would have a problem with is the way that there is often — 
and by no means am I the first scholar to say this — too much 
focus on the leader. One of the things we see, if we read with 
Arendt, how we can trace this notion of the heroic leader all 
the way back to Athenian thought and to Plato. One of the 
things that Arendt says, that some of our readers will know, 
is that after the death of Socrates, what Plato did was put the 

notion of law and order into Athenian society. What this did, 
according to Arendt, is to deny the fact that leadership is not 
just about a singular person, it’s connected to action.  

One of the things that Plato disliked was the fact that we can 
never know the outcome of action. We may think something 
is going to happen as a consequence of a particular action, 
but we can never know. Arendt writes about how Plato saw 
people as puppets on a stage controlled by the whims of 
fate. So, he downplayed the role of action — action is not 
important; what is important is law and order. Arendt is a 
good existentialist and in her analysis she says the questions 
of freedom or questions of what action does within a broader 
context get lost. We need to rethink the way in which the 
original notion of leadership from the Greek archein means to 
begin and to lead, that is, to put something forward, to bring 
something into life, if you will. That’s something that was 
really important to her.

JULIA: Very interesting. She seems very much positioned in 
opposition to the binaries and the categories that we see in a 
lot of traditional western thought.

RITA: I’m not certain it’s opposing so much as just bringing 
forward different perspectives. You know, she loved 
Socrates. She loved Socrates because, she says, one of the 
things Socrates does is go out into the marketplace and ask 
questions. He never really has the answer because people 
might dispute an answer. Instead he asks, what is truth? And 
he’ll have a conversation on truth. Then, at the end, he’ll say, 
“well, I don’t really know,” and the conversation will end. It’s 
this kind of aporetic conversation that gets us to think a little 
bit more deeply about questions that we maybe don’t think 
about, questions such as what is authenticity. Thinking more 
deeply about that is one of the things that I’m trying to do in 
my book.

JULIA: Speaking of history, there’s a big focus in your book 
on the role of gender in history and leadership. How has 
gender been portrayed, or how has Arendt talked about it?

RITA: I try to understand how we got to the place of 
authentic leadership being perceived in a certain way. I 
wanted to look at authenticity historically. I trace the concept 
of authenticity back through time to the 18th Century, 
which is when modern notions of authenticity come into 
play. Question of authenticity — and if anyone’s interested, 
the work of Lionel Trilling is a fantastic place to start — 
are really tied up with notions of bourgeois subjectivity. 
Very briefly, what I argue in my book is that what we see 
happening is that the middle class, the bourgeoisie, try to 
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distinguish themselves from the aristocracy and what they see 
as the aristocracy’s lack of morals. The way they do this was 
to take up the notion of virtue. For a man virtue was seen in 
his actions, in what he did. We see this in Rousseau, who’s 
really important here. But for a woman, virtue depends on 
how others see her. This is a huge problem, and it’s one that 
Mary Wollstonecraft rails against in her work.  

I should just say right now that Mary Wollstonecraft is 
one of my heroines! My students probably get fed up with 
me talking about Mary Wollstonecraft, but she is critically 
important in understanding what is happening in the 18th 
Century. We have this notion from Kant where he says the 
most important thing is for people to 
judge for themselves, yet for women it’s 
the judgment of others that matters. This 
is a problem, and I argue that this gender 
prejudice still has sway in current ways of 
thinking about women’s leadership. 

JULIA: What is the connection between 
gender prejudice and the idea of authentic 
leadership scholarship today?

RITA: I think it’s because we think 
about leadership in overly defined ways. 
Because of that we don’t understand — 
and this goes back to my comment about 
intersectionality earlier — how different 
situations play out in different ways. Even 
though I’m a theorist, one of the things 
that I really wanted to do was interview 
women leaders. I wanted to hear from 
them to see if I was off-base. For me, the 
interviews I did with woman leaders, as 
well as looking at the literature, is how I 
connect the dots. I have a whole chapter 
where I look at the literature on women 
and leadership taking up leadership 
scholars who work in this area, but 
also feminist theorists who I think can 
give us insights that perhaps have been 
overlooked.

JULIA: This is a good segue to talk about your study. What 
would you like us to know about the findings of your study?

RITA: The women who I interviewed had very different 
ways of thinking about authenticity and leadership. For some, 
authentic leadership was something that they found connected 
with them in a very deep way.  For others, the term was 

totally useless, in their opinion, to the way in which they led.

There are two chapters in my book devoted to the study, one 
where I look at narratives that women told me, and another 
where I look at themes. Some of the themes that came up 
will probably not be a surprise to many people. Questions 
of gender and embodiment, for example, and how wardrobe 
issues still matter, having gray hair is still a no-no, how we 
have to conform to a particular ideal way of looking as a 
woman leader and how problematic that is. Now, one could 
say that men have to contend with this also, but the women I 
interviewed said there was more pressure on them to do so.

The other thing I think is critical from 
my study is that I wanted to look 
at how women leaders experienced 
authenticity or the lack of authenticity 
within an institutional framework. I 
interviewed ten women leaders, vice 
presidents, presidents, and I went in 
assuming they were going to talk to me 
about institutional issues. Well, they do, 
but they also talked to me about their 
childhood. I think it was Susan Madsen 
who said that a woman’s childhood is 
really important to understanding her 
leadership. This comes out through my 
work. What I saw was this powerful 
connection that some of these women 
felt to their mothers. I don’t think there’s 
enough that has been written about that 
yet, about this connection between a 
woman’s mother and her desire to lead.  

For example, I interviewed one woman 
who talked eloquently about how her 
mother was a union organizer and how 
she worked with her mother in the 
summers in a factory. What she sees 
growing up is how her mother tries to 
deal with issues of class, issues of gender, 
in a very powerful way. For this woman, 

this is what made her want to lead. She was following her 
mother. Another very different example is from someone 
who was born and lived as a child in a rural Jamaican village. 
She grew up watching the women in her village, who didn’t 
have power in a sociological sense, do things. They acted. 
This takes us back to Arendt. It’s how we act in the world 
that matters. This woman talked with me about how, after 
a hurricane, her mother helped organize the community to 
rebuild the school and the church. It’s these actions, these 
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actual practical actions that had a powerful effect on the 
women leaders I interviewed. It was amazing to me. My 
research took me to places that I hadn’t expected.  

Now, some people would say that’s a problem [laugh] that 
maybe I should have had different research questions. The 
good thing about phenomenology is that this is not a problem. 
In fact, it’s what you should expect to happen and it’s very 
good. Patricia Benner says, for example, that research should 
move you to a different place because if you haven’t, you 
really haven’t thought through the problem. Certainly what 
these women did for me was to take me into the world, if 
you will, and show me that we spend too much time and too 
much effort thinking about leadership within the sense of the 
corporate or the bureaucratic workplace and we forget about 
all the leadership that takes place as volunteers such as in the 
church and in other places. When we do that, we’re missing 
most women’s leadership, and that’s a problem.

JULIA: Your study is fascinating. I’m in the middle of 
a literature review for another project I’m working on 
and I want to see if I’ve distilled your findings correctly. 
Basically what you’ve found is there’s a primacy of action, 
there’s an influence in early childhood of mothers, and, in 
particular, context really matters — the idea of relationship 
really matters. None of these factors seem to be explored in 
contemporary scholarship, do they?

RITA: No, they haven’t been. I think the concept of authentic 
leadership is such a powerful one, and I think the work 
that has been done up to now is fine, but we need to move 
it further. In your terms, Julia, we need to move the needle 
further. There are a lot of places that we can go, but we really 
need to critically think about what it is we’re doing when 
we confine ourselves to particular models, when — as I said 
earlier — we confuse knowledge with meaning. 

JULIA: That’s a great segue to my last question. How do you 
want your book to contribute to future women and leadership 
actions and theorizing? Pretend you’re coaching me on my 
research project. How, specifically, could your book help me?

RITA: One of the things I mentioned earlier that is critical 
to Arendt — and actually now to me, though perhaps it has 
always been to me — is this notion of understanding and the 

idea that we write to understand something. How do I want 
my work to be read? I want my work to be read in many 
different ways. I would love it if people disagreed with me. I 
would love it if people emailed me (rgardin2@uwo.ca) about 
things that they enjoyed or things that they didn’t enjoy. I 
want my work, like any author, to be read. I mean, that would 
be good. [Laughs] But in terms of where it takes women’s 
leadership theory, I hope that it’s a springboard for other 
ideas, for more critical thinking, for more reflexivity. That’s 
what I hope.

JULIA: That’s very cool. Rita, we’re at the end of our 
questions. Is there anything else that you want to share that I 
haven’t asked about?

RITA: I want to add one additional thought. We need to 
think about why it is someone who was as thoughtful and 
courageous at Hannah Arendt, both in her work and in her 
life, is not taken up in leadership studies. I want to really 
encourage people to think about Arendt. I want to encourage 
people to think about Simone de Beauvoir, who also writes 
about leadership. There are people in different disciplines, be 
it political theory in Arendt’s case or philosophy and women’s 
studies in Beauvoir’s, who can really add to and deepen our 
understanding of leadership. I think we are at a critical place 
and we need that critical thinking to help us.

JULIA: It’s not only in different disciplines. Mary Parker 
Follett is a woman whose voice wasn’t heard when she first 
published. She’s being brought up more now, but it’s a similar 
phenomenon. Why aren’t more people turning to those 
voices?

RITA: Right. Is it because they’re perceived as feminists? Is 
it because they’re marginalized?  One thing we didn’t get to, 
but that Arendt would say, is that being on the margins helps 
you to understand societal problems in a way that you can’t 
when you’re in the center. I often wonder why it is that some 
brilliant thinkers — another one would be Dorothy Smith 
in sociology — are not being taken up by women leaders. I 
think it’s our duty, if you will, to get their voices heard.

JULIA: I absolutely agree. Rita, this has been outstanding. 
Thank you very much for taking the time. 

RITA:  My pleasure.

 

ILA Members download the Chapter 5, “Authenticity, Ethics, and 
Leadership” from Gender, Authenticity and Leadership

Log in at: https://ila.memberclicks.net/chapter-downloads-

mailto:rgardin2%40uwo.ca?subject=
https://ila.memberclicks.net/chapter-downloads-


ILA MeMber ConneCtor  •  APrIL 2015

International Leadership Association www.ila-net.org14

Having a doctoral degree says a lot about your leadership and 
expertise. Especially when your education prepares you to 
tackle real-world scenarios. Through our innovative research 
centers and a practitioner faculty supporting you during your 
integrated dissertation, you’ll learn to lead your industry.  
Find out how by contacting us today.

phoenix.edu/doctoral  |  866.865.7522

Doctoral degrees that 
can push envelopes
and careers.

These online programs require brief residencies in select locations. These programs are not available to residents of all states. Please contact a University Enrollment Representative for details.
The University’s Central Administration is located at 1625 W. Fountainhead Pkwy., Tempe, AZ 85282. Online Campus: 3157 E. Elwood St., Phoenix, AZ 85034. 
© 2015 University of Phoenix, Inc. All rights reserved.  |  SAS-4394

http://phoenix.edu/doctoral
http://phoenix.edu/doctoral


ILA MeMber ConneCtor  •  APrIL 2015

International Leadership Association www.ila-net.org15

Member Spotlight

African Leadership Academy
Johannesburg, South Africa

“E-Fest was an experience that allowed me to 
understand the power of collaboration and the 
potential of dreams. This directly fed into my 
leadership journey as I saw that leadership can 
only blossom and truly be effective when it’s a 
collaborative effort” – Gigi Ngcobo

Gigi is a 19-yr old from South Africa who just finished her 
second term at African Leadership Academy (ALA) by 
completing Enterprise-Fest, the annual milestone of the first 
year Entrepreneurial Leadership (EL) curriculum. E-Fest is 
a premier showcase of original ideas that ALA’s first-year 
students have incubated over the course of three months 
through our Original Ideas for Development (OID) Lab.

Our OID Lab is a well-tested incubator 
for youth development and innovation 
that makes up part of our two-year 
Entrepreneurial Leadership program. 
Literally formatted to be a laboratory for 
youth-generated ideas, the 11-week long 
OID Lab uses ALA’s unique human-
centered entrepreneurship approach, 
a design thinking model known as 
BUILD (Believe-Understand-Invent-
Listen-Deliver). Steering students 
through the process of identifying needs 
and root causes in the students’ home 
communities, invested teacher-coaches 
help students connect possible solutions to the students’ 
passions, skills, and interests while developing empathy. 
Students stretch their creativity as they generate ideas 

utilizing the wealth of opportunities in Africa; meanwhile, 
through feedback, they also learn to think more critically 
as they dissect their ideas and solutions for efficacy and 
sustainability.

Students journey through the OID Lab starting with 
BUILD’s Believe step. Before even considering a project to 
launch or a need to address, students analyze their mental 
models of leadership, exploring the leadership paradigms 
with which they most closely align. With making a 
leadership impact in clear view, students like Gigi open their 
OID Toolkit — a start-to-finish idea incubation workbook 
designed at ALA — to unearth social innovation. Gigi 
always felt she could make a difference, but going through 

the OID Toolkit created a real aha moment for 
her. She realized not only that her potential was 
even greater than what she had imagined, but 
that she could uncover the real needs affecting 
Africa and produce an original solution. Like all 
students, Gigi synthesized her Original Idea — a 
two-week drama camp for empowering teenage 
girls through a professionally and powerfully 
written executive summary.

After completing executive summaries, students 
are placed in pan-African groups based around 
common themes. For Gigi, this meant she was 
paired with teammates from vastly different 
parts of the continent — Kenya and Nigeria — 

who shared a similar art-focused passion but with divergent 
approaches. This convergence of diversity is designed to 
spark rich conflict that produces innovative ideas, as well 

Segun Olagunju, Head of Leadership
Ryan Findley, Global Programs Manager

Kate Kraft, EL Faculty

African Leadership Academy (ALA) brings together the most promising 16-19 year-old 
leaders from Africa and beyond for an innovative two-year educational program designed to 
prepare each student for a lifetime of leadership on the continent. ALA will transform Africa 

by identifying future leaders with potential; creating learning environments that develop 
intellectual and leadership capabilities through practice; and building a network that connects 

these leaders to opportunities that accelerate their trajectory.

http://www.africanleadershipacademy.org/
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as push students’ ability to work under pressure with new 
teammates. About this, Gigi reflected, “My past experiences 
with group work have never been successful. Yet after a 
grueling term I have obtained a new experience that was 
challenging, but that ultimately allowed me to achieve 
growth and healing.” Students also add to their knowledge 
base a new set of change-making tools: logic models (Theory 
of Change), business models, and sustainability measures.

Finally, after three months and over 50 hours of in-class 
time (to say nothing of the countless hours outside of class) 
students prepare for E-Fest. Pressed to deliver a TED-like 
10-minute pitch about their ideas, students stand on stage 
before their peers and elders in 
the hopes that their venture might 
persuade the judges. Knowing full 
well that the top ideas are chosen 
to join the Student Enterprise 
Programme (SEP) in their second 
year, students nervously deliver 
their pitches. Gigi’s team, wowed 
at E-Fest with their version of 
a LinkedIn portal that connects 
artists from across the continent 
to use their abilities to collaborate on social causes that 
have an impact on the continent. Gigi’s team won a spot in 
the incubator and she will spend the next year preparing to 
launch Artribution.

Just as with any experiential activity, the power of an 
experience is in the reflection, synthesis, and application 
of learning. As such, once the dust of E-Fest has settled, 
students engage in a staged reflection process where they 
examine their teamwork, personal performance, and growth 
against predetermined goals. Reflections are added to other 
components of students’ self-assessment and shared through 
a Leadership Journey Report, which goes out with every 
report card and transcript. About this term, Gigi self-assessed 
her journey thus far with the following statement: 

The skills of self-awareness, self-regulation, and 
empathy were the skills I kept applying to (improve 
my teamwork skills). The group performed a skit 
for our final presentation. We moved away from 
conventional arrangements and tried to push 
ourselves. My effectiveness in the group was a result 
of being more aware of how my actions affect others. 
This meant I was challenged and had to apply all 
I’d been taught — particularly the opportunity to 
be a facilitator. I felt comfortable in culminating the 
group strengths and utilizing them. The biggest issue 
I faced was controlling my energy. It’s an issue I’ll 
actively work on next term. 

ALA students require more maturation 
before they are ready to make OID 
concepts into realities, yet in just a few 
short years, more than a few young 
change-makers have already launched 
their projects with much success. Priscilla 
Semphere (Malawi) & Hayat Mohammed 
(Ethiopia) launched the Ekari Book Series 
and PenAfrica and have already spoken 
at TEDx events and shared the stage with 

Chimamanda Adichie. Yonathon Dejene (Ethiopia) took 
his idea from the OID Lab and translated it into a spot at 
the renowned Draper University in San Mateo, CA and is 
currently launching Raccoon to bring financial fluency to 
a new generation. Ellen Chilemba (Malawi) morphed her 
OID for women’s empowerment in Malawi to create Tiwale 
and two years later won the Ashoka Youth Innovations 
for Employment in Africa. Recently Julius Shirima 
(Tanzania) was awarded the Commonwealth Youth Award 
for Excellence for his OID, Darecha. Will you see Gigi and 
Artribution making waves throughout the continent soon? 
We hope so. Yet ALA understands that not every student’s 
path is paved with entrepreneurial ventures. ALA believes, 
however, the path to peace and prosperity in Africa will be 
paved by entrepreneurial leaders.

The Global Scholars Program (GSP) is a three-
week, global leadership summer program 
for teens aged 15-19 from around the world. 
Built around ALA’s unique Entrepreneurial 
Leadership and African Studies curriculum, 
GSP prepares future leaders to explore their 
potential to create widespread change in 
Africa and around the world. Participants 

practice leadership by working in social ventures in the Johannesburg community, learn from chats with prominent 
entrepreneurial leaders in South Africa, build a global network with other young leaders from around the world and 
discover the history, beauty and diversity of Africa. To apply or for more information, visit: alasummer.org.

http://www.ekari.org/
http://www.penafrica.org
http://www.raccoon.money/
https://www.ashoka.org/press/announcing-five-winners-youth-innovations-employment-africa-challenge
https://www.ashoka.org/press/announcing-five-winners-youth-innovations-employment-africa-challenge
https://www.youtube.com/watch?v=e9kDoD1qn2g
https://www.youtube.com/watch?v=e9kDoD1qn2g
http://www.darecha.org
http://alasummer.org/
http://alasummer.org/
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Field Report

Enduring Wisdom for Today’s Leaders: 
Peter Drucker’s Five Questions

Peter Drucker, considered by many to be the father of 
modern management and a 2014 posthumous recipient 
of ILA’s Lifetime Achievement Award, continues to 
gift the world with much wisdom. He understood 
that leaders are bombarded with myriad issues and 
challenges every day. Knowing what to pay attention 
to requires “self-assessment,” and “is the first action 
required of leadership.”

To guide the assessment process, Drucker published 
The Five Most Important Questions You Will Ever 
Ask About Your Organization. These questions 
are profound, compelling, and still relevant today. 
Continuing his work, the Frances Hesselbein 
Leadership Institute issued an enhanced update to his 
book earlier this year titled Peter Drucker’s Five Most 
Important Questions: Enduring Wisdom for Today’s 
Leaders (Jossey-Bass/Wiley, 2015), which includes 
a special emphasis on the inclusion of insights from 
millennial leaders. I was honored to be a contributor 
along with other contemporary leaders in business, 
academia, social enterprise, and the military. 

Drucker’s five questions guide organizations in 
developing a results-focused strategic plan that 
furthers the organization’s mission and its capacity to 
achieve goals. Below, I’ve illustrated how I’ve used 
these questions to reflect on the work of Mi Casa, 
an organization I helped found, and the way other 
contributors in the book used these questions to  address 
challenges facing today’s leaders.

 

Question 1:
What is our mission?

The mission is the glue 
holding the organization 
together. Mission inspires 
and clarifies the reason for 
being. Drucker reminded us, “The plan begins with a 
mission.”

An effective mission first scans the outside 
environment: Where can we make a difference? Set a 
new standard of performance? Inspire commitment? 
In our new book, Jim Collins contributes that mission 
must address the dynamic interplay between continuity 
and change. Based on core values and a fundamental 
purpose, organizations must first know what not to 
change. The mission anchors this process.

A Mission for Changing Times

In 1976 I attended the organizing meeting for Mi Casa 
Resource Center for Women and became its executive 
director. Almost forty years later, Mi Casa is Colorado’s 
largest Hispanic organization and a national model for 
economic empowerment. A key factor in Mi Casa’s 
longevity was its initial mission.  

Mi Casa did not just have a mission — it had women 
who were on a mission. In 1976, forging a Hispanic 
women’s nonprofit corporation was groundbreaking and 
inspiring. Moreover, Mi Casa’s logo — a house with 

Juana Bordas (pictured on the right with ILA Lifetime Achievement Award Winner Frances 
Hesselbein) is a former trustee of the International Leadership Association and a founder 
of Mi Casa, one of the first Hispanic organizations in the U.S. focusing on serving Hispanic 
women. She is the author of two award-winning books: Salsa, Soul, and Spirit: Leadership for 
a Multicultural Age and The Power of Latino Leadership.

Juana Bordas, Mestiza Leadership International

http://www.wiley.com/WileyCDA/WileyTitle/productCd-1118979591.html
http://www.wiley.com/WileyCDA/WileyTitle/productCd-1118979591.html
http://www.wiley.com/WileyCDA/WileyTitle/productCd-1118979591.html
mailto:Jbordas333%40aol.com?subject=
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the women’s symbol inside — signified that as Latinas 
advanced, so would their families and communities. 
The mission was broad enough to engender a new one 
in 2008: To advance the economic success of Latino 
families.
 
Importantly, while Mi Casa’s initial customers were 
Hispanic women, everyone was welcomed. It was both 
culturally centered and inclusive! This is pertinent when 
thinking about millennials today. How does one build 
organizations that are inclusive of four generations 
that work side by side? How do groups plan to serve 
humanity’s ever-growing diversity? 

Questions 2 and 3: 
Who is our Customer? 

What Does the Customer Value?

Drucker believed this question could only be answered 
by the customers themselves. Organizations must 
know their customers, what they value, and how the 
organization’s services meet customers’ needs. 

Mi Casa’s organizing committee consisted of Head 
Start mothers and professional Hispanic women. 
Bringing together people who would be served by Mi 
Casa and women with organizational experience was 
crucial. “The customer” was at the organizing table. 
The professional women, like myself, had grown up in 
similar circumstances and understood what was needed 
for Latinas to become successful. This made for an 
organization that was customer-centered, a key element 
— and I believe a prerequisite — for successful long-
term planning. 

Furthermore, organizations must understand that 
customers change and are never static. Their needs, 
aspirations, and wants evolve. To grow enrollment and 
to serve young students, for instance, universities must 
adapt to the preferences of the millennial generation by 
utilizing technology, cooperative learning, international 

experience, social relevancy, diversity, and real life 
learning — all preferred practices that millennials seek 
in their education. Universities that incorporate these 
preferences better position themselves to satisfy and 
grow their customer base.  

Satisfying Supporting Customers 

Organizations also have secondary or supporting 
customers which today might be termed collaborators 
or partners. These partners can benefit or hinder the 
service or product being offered. Organizations that 
serve youth, for example, may have parents, schools, 
volunteers, funders, and other community resources 
as secondary customers. These supporting customers 
choose and authenticate the organization enabling it to 
provide services to youth. 

Mi Casa’s success also depended on garnering 
supporting customers — volunteers, funders, other 
organizations, and community leaders. Mi Casa built 
partnerships with corporations and foundations by 
focusing on numbers and results.  

When I was director, a funder could be assured that 
by investing $1,800 in a program to assist a high-risk 
Latina youth to complete high school, Colorado would 
receive $200,000 in taxes over the young person’s life. 
Furthermore, more than half would go on to higher 
education. If the funder was looking for a qualified 
workforce for the future, Mi Casa would deliver. Today, 
Mi Casa carries on that tradition by incorporating 
programs into its planning process that meet the needs 
of today’s employers: bilingual bank tellers, computer 
classes, health care, and customer-service programs.

Drucker’s questions — Who is our customer and our 
supporting customers, and what does our customers 
value — are the foundation for crafting services, 
measuring results, and 
developing the plan.

Peter Drucker’s Five Most Important Questions: Enduring Wisdom for Today’s Leaders
Available from Jossey-Bass/Wiley or your favorite bookstore.  

Juana (pictured center) surrounded by millenial book 
contributors at the launch party in New York.

http://www.wiley.com/WileyCDA/WileyTitle/productCd-1118979591.html
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What does the customer value? Ask the customer! 
Just as important — listen. Then use this feedback to 
guarantee the customer’s voice is continually part of 
the planning process. It is easy to know your customers 
when they are sitting at the table in leadership roles. Yet 
Drucker cautions, “The danger is in acting on what you 
believe satisfies the customer… go to the customer.” Mi 
Casa did not rely solely on what we thought we knew. 
We designed a door-to-door survey to determine the 
needs of low-income Hispanic women. The results were 
not earthshaking: good jobs, high school completion, 
English proficiency, a supportive place to learn, and 
helping young Latinas finish school. These needs 
continue to be the core of Mi Casa’s programs.  

Michael and Kass Lazerow co-founders of Buddy 
Media, a company assisting organizations use and 
integrate social media, note in the book that there has 
been a customer revolution. Through text messaging, 
Facebook, Twitter, Yelp, and other social media the 
power has shifted from companies to customers. Today 
organizations must engage in a whole new way of 
providing services when and how the customer wants it.  

It’s About Customer Engagement 

Most leaders understand the need to pay attention to 
customers — but what about innovation and technology 
— what about areas where the customer just doesn’t 
know the possibilities? Certainly Steve Jobs wrestled 
with this. As he famously told Business Week in 1998, 
“It’s really hard to design products by focus groups. 

A lot of times people don’t know what they want until 
you show it to them.”

A millennial contributor to our book, Nadira Hira, 
wisely noted that in this age of unprecedented customer 
engagement, leaders should never stop at the first, 
simplest, or most available answer. They should dig, 
frame, reframe and explore all the angles to help 
customers discover the “deepest truths about their ideal 
experience.” 
 

Question 4: 
What are Our Results?

Results indicate where to concentrate for future 
success. Leaders hold the organization accountable, 
ensure desired results, and prevent mismanagement of 
resources. To accomplish this, leaders need the courage 
to admit failure and learn from mistakes. Real impact 
requires evaluation, measurement, learning, and course 
correction. Leadership requires assessing what should 
be strengthened and what must be abandoned. Drucker 
wrote that the abandonment of things that are no longer 
productive should come first, but is the most difficult to 
achieve. 

Learning: The Roadmap to Future Success

In the 1980’s foundations urged nonprofits to launch 
businesses to generate funds. After a careful analysis of 
market needs, the skills our women had, finding start 
up-money, and partners, Mi Casa launched A Woman’s 
Touch – a cleaning service where participants could 
earn 30% more than in the marketplace. Within a year, 
women had the experience to leave and start their 
own cleaning services. Gone was the original plan to 
generate operating revenue from this venture. But we 
knew how to run a business!

Often mistakes are our biggest teachers. Latinas today 
are the fastest growing small business sector in the U.S. 
In 1988, Mi Casa started its business center to assist 
Latinas and aspiring entrepreneurs develop businesses. 
In 2013, 80 new businesses were launched generating 
7.5 million dollars in revenues. Leaders can transform 
mistakes into opportunities and utilize learning for 
future success.

http://wright.edu/orglead
mailto:julia.acosta%40wright.edu?subject=
https://twitter.com/LDR_WSU
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Question 5: 
What Is Our Plan?

Drucker believed, “Planning defines the particular 
place you want to be and how you intend to get there.” 
The five elements of an effective plan start with 
abandonment — discarding what does not work — 
followed by concentration on what does work. Leaders 
must look for tomorrow’s success or innovation. 
Planning, involves risk-taking and evaluating which 
decisions are worth the potential risk. Finally, when 
a leader is not sure on future direction, she conducts 
an analysis to gather the information needed to move 
forward. 

Never Really Be Satisfied

Plans must be adjusted when conditions or customer 
needs change, results are poor, or a surprise success 
leads you in a new direction. Since the future is 
unpredictable, it is critically important to have an open 
mind, flexibility, and a learning attitude. Drucker wrote, 
“True-self assessment is never finished. Leadership 
requires resharpening, refocusing, never really being 
satisfied.”

Successful millennial entrepreneur Caroline Ghosn 
writes about the plan as the tangible connecting point 
between mission and action — the opportunity to 
engage people and garner commitment. The plan, 
she notes, must be alive. It must be the thermometer 
that measures wins, mitigates loses, and celebrates 
milestones.

In the end, Drucker brings us back to mission as the 
heart of assessment and planning. Keep asking: What is 
our purpose? Why do we do what we do? What do we 
want to be remembered for? As for Peter Drucker, he 
will be remembered for his immeasurable contributions 
to humanity and for leaving a body of work that 
strengthens and elevates the field of leadership 
throughout the world.

Leadership Job 
Opportunities

Associate Director of the 
President’s Leadership Program
President’s Leadership Program 
Office, Christopher Newport 
University, Newport News, VA
Closing Date: Until Filled
View Complete Description

Visiting Assistant Professor or 
Visiting Instructor in Leadership 
Studies
Agnes Scott College
Metropolitan Atlanta, GA
Closing Date: Until Filled
View Complete Description

Education Program Specialist 
U.S. Department of State, Foreign 
Service Institute, Arlington, VA
Closing Date: 5/12/2015
View Complete Description

Assistant/Associate Professor of 
Organizational Development
Cabrini College, Radnor, PA
Closing Date: Until Filled
View Complete Description 

Assistant Professor
School of Strategic Leadership 
Studies, James Madison University
Harrisonburg, VA
Closing Date: Until Filled
View Complete Description

Submit Your Listing!
ILA Group Members: $65
ILA Members & Non-Members: $135

Have an idea for a Field Report?  
Contact Debra DeRuyver at 
dderuyver@ila-net.org. 

http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1623
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1622
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1621
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1620
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1618
https://ila.memberclicks.net/index.php?option=com_mc&view=mc&mcid=form_51459
mailto:dderuyver%40ila-net.org?subject=
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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.

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

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, 
EGOS 31st Colloquium, Athens, Greece

July 12-15
Association of Leadership Educators, 25th 
Annual Conference, Washington, DC, USA

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

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

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

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. 9-11
Spaces, Constraints, Creativities: 
Organization and Disorganization, APROS/
EGOS conference, Sydney, Australia
ABSTRACT DEADLINE: MAY 21

Dec.13-15 
New Directions in Leadership Studies: 
Exploring the Critical Turn, 14th 
International Studying Leadership 
Conference, Lancaster University, UK
ABSTRACT DEADLINE: SEP. 14

Publication Opportunities

Oct. 30
CFP Deadline: Charisma: New Frontiers, 
a special issue of Leadership Quarterly 
dedicated to the memory of Boas Shamir

Jan. 1, 2016
CFP Deadline: Bridging Leadership & 

Human Resource Management - Theory 
and Research, a special issue of Human 
Resource Management Review

Ongoing
CFP: Leadership and the Humanities 
Published in the spring and fall, LATH 
offers rigorous and well-written scholarship 
on leadership from the broad field of the 
humanities, an increasingly popular locus 
for leadership studies. Interdisciplinary 
approaches are encouraged. Published 
articles may include studies of formal and 
informal leaders, followers, organizations, 
culture, structural perspectives, and the 
broader contexts within which leadership 
exists and plays out. But key to all published 
work in the journal is the humanities-based 
effort to understand leadership as a lived 
and felt human experience, not merely a 
social-scientific category. Submissions 
that highlight the diversity of leadership 
experiences and phenomena across gender, 
race, class, religion, age, and culture are 
encouraged.  View Complete Guidelines

Other Opportunities

July 15
Award Deadline: Global Peter Drucker 
Challenge 2015
Students and professionals ages 18 to 35 are 
invited to think out of the box and submit 
an essay (1500 to 3000 words) covering the 
topic “Managing Oneself in the Digital Age: 
The Human Side of Technology.” Organized 
by the Peter Drucker Society Europe, the 
contest aims to raise awareness of the works 
and humanistic values of Peter Drucker 
among young people. Prizes are awarded to 
the best 20 entries, including a cash prize of 
EUR 1,000 to the first-prize winners of each 
category. Winners will also be invited to 
take part in the Global Drucker Forum 2015 
on November 5-6 in Vienna. 

mailto:dderuyver%40ila-net.org?subject=
http://www.iedc.si/about-iedc/centres/conferences/leadership-and-tommorow
http://www.euram-online.org/euram-15.html
http://www.egosnet.org/2015_athens/general_theme
http://leadershipeducators.org/NextConference
http://www.henley.ac.uk/events/7th-developing-leadership-capacity-conference-dlcc
https://www.naca.org/NLS
http://www.iamireland.ie/annual-conference/2015-annual-conference-nuigalway.html
http://www.bam.ac.uk/bam2015
http://www.ceeman.org/programs-events/network-events/23rd-ceeman-annual-conference
http://sls.royalroads.ca/leadership-conference-2015
http://www.druckerforum.org/2015/the-event/conference-abstract/
http://z.umn.edu/wih
mailto:kkfierke%40d.umn.edu?subject=
http://www.apros.org/
http://www.lancaster.ac.uk/lums/new-directions-in-leadership-studies/important-dates/
http://www.journals.elsevier.com/the-leadership-quarterly/call-for-papers/special-issue-charisma-new-frontiers/
https://esg.uqam.ca/upload/files/Appels_%C3%A0_communications/HRMR_-Bridging_Leadership__HRM_-_theory__research.pdf
http://goo.gl/D4iOik
http://goo.gl/D4iOik
http://www.druckerchallenge.org/files/2015/PDC_2015_info.pdf
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 Upcoming ILA Events & 

Important Dates

Deadline: Call for Papers
Fredric M. Jablin Doctoral 
Dissertation Award - Includes $1,000 
cash award plus travel expenses to ILA 
Barcelona, complimentary registration, 
and ILA membership.

Learn more

Advancing Women in Leadership: 
Waves of Possibilities, 2nd ILA Women 
and Leadership Affinity Group 
Conference, Asilomar Conference 
Grounds, Pacific Grove, CA, USA

Register by May 15th and Save $50

June 7-10
Acceptance status will be emailed 
to all submitters for Leading Across 
Borders & Generations, ILA’s 17th 
Annual Global, Oct. 14-17, Barcelona, 
Catalonia, Spain

May 10

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)

Newsletter Ad Rates

Leadership is Half the Story
Leadership Perspectives Webinar with  
Marc Hurwitz and Samantha Hurwitz, 
1-2 PM EDT

Learn more | Register Today

May 27

Deadline:Call for Papers
Kenneth E. Clark Student Research 
Award - Includes $1,000 cash award 
plus travel expenses to ILA Barcelona, 
complimentary registration, and ILA 
membership.

Learn more

June 12

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

ILA Leadership Education Academy, 
Orlando, FL, USA

Learn more | Register Today

Aug. 2-5

July 6

Nomination Deadline
Women & Leadership Affinity Group 
Awards for Outstanding Practice and 
Outstanding Scholarship

Learn more

Aug. 14

Leading Across Borders & 
Generations, ILA’s 17th Annual 
Global Conference, Barcelona, 
Catalonia, Spain

Learn more | Register Today

Oct. 14-17

The Coach’s Mind Manual: Enhancing 
Leadership with Neuroscience, 
Psychology, and Mindfulness
Leadership Perspectives Webinar with  
Syed Azmatullah, 1-2 PM EDT

Learn more | Register Today

June 25

http://www.ila-net.org/Awards/Jablin/CFP.html
http://www.ila-net.org/WLC
http://www.ila-net.org/WLC
http://www.ila-net.org/WLC/WLC15/registration.html
http://www.ila-net.org/webinars/Archive/Hurwitz.html
http://www.ila-net.org/webinars/HalftheStory/index.html
http://www.ila-net.org/Awards/Clark/CFP.htm
mailto:dderuyver%40ila-net.org?subject=
http://www.ila-net.org/LEA/index.html
https://ila.memberclicks.net/index.php?option=com_mc&view=mc&mcid=form_188360
http://www.ila-net.org/Communities/AG/WLAG%20Awards%20Call%202015.pdf
http://www.ila-net.org/Conferences/2015/index.htm
http://www.ila-net.org/Conferences/2015/Registration.html
http://www.ila-net.org/webinars/Archive/Azmatullah.html
http://www.ila-net.org/Webinars/Coachs-Mind-Manual/
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