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DEADLINE: March 15, 2016

The sixth volume of ILA’s Women and Leadership book series is currently seeking 
chapter proposals. Gender, Communication, and the Leadership Gap will highlight 
connections between the fields of communication and leadership to help solve a 
persistent social problem. Despite women’s (slow) gains in attaining leadership 
positions, they continue to be under-represented across almost every sector worldwide. 
Because women in leadership positions occupy a contested landscape, one goal of this 
volume is to clarify the contradictory communication dynamics at play that cut across 
interpersonal and organizational contexts.

Three perspectives guide this volume: gender is socially constructed; leadership is 
enacted through communication; and, gender differences in the ways that women and 
men lead are rooted in cultural differences. Until now, communication scholarship on 
gender has been slow to consider equitable leadership practices. Similarly, leadership 
research has not adequately addressed how gender differences in communication impact 
leadership. The contributions to this volume, then, are designed to bridge these gaps to 
allow for cross-disciplinary connections. Additionally, the literature will be advanced 
through a section on proposed workable solutions (from a communication and leadership 
perspective) in working toward equality.

In surveying the academic programs and conventions in communication and leadership, 
we see exciting moments of innovative practices, new research, theory, and nascent 
philosophies on gender, communication, and leadership. This volume adopts a range 
of theoretical, methodological, and conceptual frameworks. Additionally, this volume 
welcomes global perspectives and will draw upon the contribution of international 
scholars, activists, media organizations, and case studies.

View the complete call for chapter proposals for submission details.

Call for Book Chapter Proposals
Gender, Communication, and the 

Leadership Gap

http://www.ila-net.org/Publications/WL/files/Chapter-call-vol6.pdf
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Europe has seen a burgeoning of leadership programs in 
universities and institutes over the past few decades. An 
outgrowth of that development is the International Studying 
Leadership Conference (ISLC), an annual gathering of about 
80 scholars predominately from European Universities. 
The most recent gathering in December 2015 was held at 
Lancaster University.  Scholars arrived on a rainy Sunday 
evening hailing from institutions such as the University of 
Exeter, University of Strathclyde, University of London, and 
Copenhagen Business School alongside attendees from close 
partner institutions in Australia and New Zealand including 
the University of Auckland and Massey University and a 
sprinkling of scholars from the United States. 

ISLC is an intimate gathering where 
leadership scholars can share their 
latest thinking and writings on 
leadership research. The original 
objective of ISLC co-founders (David 
Collinson and Keith Grint) was 
to facilitate the development of a 
community of leadership researchers 
in the United Kingdom and Europe 
where none had previously existed. 
Collinson shared that from the outset, 
he and Grint wanted to encourage 
international, interdisciplinary, 
critical approaches to leadership. Thus, much like the 
ILA continues to expand its outreach to encompass more 
institutional and individual memberships globally, since its 
first meeting in 2002, the ISLC conference has continued to 
expand from its European base of scholars. 

It was good to see at the ISLC scholars who are or who 
have served on the ILA Board and other ILA committees or 
who have attended and presented at one or more ILA global 
conferences. I enjoyed connecting with ILA members such 
as Ron Humphrey who moved from the U.S. to join the 
growing leadership program at the University of Lancaster.

ILA member David Collinson, distinguished professor 
at University of Lancaster, was the conference chair, and 
also one of the keynote speakers. In his welcome letter 

European Scholarship and the Critical 
Turn in Leadership Studies

and opening address he 
emphasized the quality 
of the papers accepted 
for presentation and how 
the program had been 
designed so that papers with 
overlapping themes and 
interests were located in 
the same parallel session. He talked about the conundrum of 
the dissatisfaction with mainstream leadership theories and 
methodologies and, paradoxically, how little agreement there 
was about alternative approaches to the study, research, and 
teaching of leadership.

With an official theme of New 
Directions in Leadership Studies: 
Exploring The Critical Turn, this 
conference was designed to showcase 
a more critical approach to leadership 
studies, and to question what ‘being 
critical’ might mean for contemporary 
leadership theory, development, and 
practice. Collinson has several recent 
publications that delve into this new 
approach to studying leadership.  
See, for example, “Dichotomies, 
Dialectics and Dilemmas: New 

Directions for Critical Leadership Studies” (Leadership, 
2014, 10(1) pp. 36-55) and “Critical Leadership Studies,” in 
The Sage Handbook of Leadership (2011, pp. 181-194). As 
he highlighted at ISLC, “this conference provided a timely 
opportunity for participants to explore the potential of the 
diverse, but increasingly influential perspectives that have 
come to be known as ‘critical leadership studies.”

The paper presentations at the conference were organized in 
three parallel sessions, offering attendees a choice of which 
to attend. Each parallel session offered each scholar time 
to formally present their research followed by an informal 
discussion with the participants to examine the premise 
with contemplative questions, constructive disagreement, 
and comments. It was the most beneficial and supportive 
form of critique that I have observed in a scholarly setting. 

Cynthia’s Corner

Keith Grint presents at ISLC
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To mention just a few of the topics covered in the 43 paper 
presentations, keynotes, and closing plenary, attendees could 
explore leadership and creativity, subjectivities, emotions, 
bodies, spaces & places, gender & sexuality, language & 
discourse, crisis & dissent, historical studies, and more. 

In many ways these papers, and the conversations they 
stimulated, helped to illuminate how the critical turn could 
contribute to rethinking leadership in new and innovative 
ways. At its core, the ILA is also working on the rethinking 
of leadership, looking at the intersections of our work — for 
example, between theory and practice 
or between different topical areas of 
leadership — to encourage scholars across 
different disciplines to work together. 
In a discipline’s scholarship, whether it 
is philosophy, biology, psychology, or 
leadership, peer review and rigor, peer 
integrity and analysis undergird the 
production of quality research. The values 
of the ISLC process align with the ILA’s 
process in that the rigorous scholarship 
attracts more scholars which, in turn, 
then assists the other aspect of one of 
ILA’s intersections — the intersection of 
leadership theory and practice. Rigor in 
one demands it in the other.   

The ISLC conference, however, was 
not all about presenting the latest 
thinking in leadership. There was time 
to gather informally with colleagues at 
an opening reception — tasting beers 
and cider from the local Lancaster 
brewery and eating hotpot, a traditional 
favorite of Lancashire. The following 
evening boasted a dinner to continue the 
conversations, deepen the relationships, 
and enjoy some jazz from the music 
of Professor Mike Reynolds’s Round 
Midnight Jazz Band, who have performed 
at all three of the ISLC meetings held at 
Lancaster.   

There is some profound work in the field 
of leadership taking place among our 
European scholars. The ISLC is one indication. Another is 
the journal Leadership. Yet, another are the recent books 
being produced by these scholars and published, largely 
through Edward Elgar Publishing in the U.K. In addition 
to this Member Connector’s featured book interview, 

Leadership in Spaces and Places, with editors and ISLC 
participants Arja Ropo and Perttu Salovaara, recent titles 
include: Community as Leadership by Gareth Edwards, 
University of the West of England, U.K.; LEADing Small 
Business by Steward Barnes, Steve Kempster of Lancaster 
University U.K., and Sue Smith of University of Central 
Lancashire, U.K.; The Chinese Strategic Mind by Hong Liu, 
University of Manchester, U.K.; and Mastering the Ethical 
Dimensions of Organizations by Donna Ladkin, Plymouth 
Graduate School of Management, U.K.

This does not even begin to scratch the 
surface of the many articles in leadership 
journals and the other books published by 
our European leadership scholars.  

There is exponential growth that is taking 
place in the field of leadership. The ISLC 
and the growth of the ILA are but two 
examples. What is exciting for me is to 
see the synergies that are occurring. The 
intersections between the ISLC and the 
ILA are many, embodied by members and 
conference attendees that participate in 
both and who cross-fertilize each other’s 
leadership thinking and practice. The 
opportunities offered by ISLC and ILA 
are both distinctive and necessary. While 
ISLC provides a place where scholars 
can gather in small groups to receive 
intensive feedback on their latest thinking, 
ILA’s annual global conference — with 
its vision of bringing together leadership 
scholars and researchers with educators 
and students, coaches and consultants, and 
public and NGO leaders and executives 
— provides scholars the space to share 
their work with the people who read it, 
teach it, and put it into practice, creating 
dynamic feedback loops that help us all 
come up with better, more integrated 
leadership thinking, practices, and 
solutions that can positively impact our 
complex global environment. 

I look forward to sitting in on 
presentations given by ILA’s European members in Atlanta 
this November at our 18th annual global conference, The 
Dynamics of Inclusive Leadership, and I expect to be reading 
much much more from our European colleagues in the 
coming years. 

Cathleen Aspinall (L), University of 
Auckland, and  Jo Gibson, University of 
Canberra, check their schedules at ISLC.

(L-R) David Collinson (Lancaster 
University), Arja Ropo (University of 

Tampere), Perttu Salovaara (New York 
University), and Suze Wilson (Massey 

University)
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The Ann and John Doerr Institute 
for New Leaders (DINL)

Member Spotlight

The Ann and John Doerr Institute for New Leaders (DINL) 
is an ILA Group Member, founded with the strategic aim of 
transforming how students are developed as leaders in all top 
tier colleges and universities. In accepting the Doerr’s $50M 
donation, Rice committed to the proposition that all of its 
6200 graduate and undergraduate students should be offered 
a compelling, professionally-executed leader development 
experience of a scope and scale unprecedented among 
major universities. We see our work not as extra-curricular, 
but co-curricular — we pay attention to academic program 
objectives and integrate university-wide to help faculty as 
they develop students, and help students develop themselves.  
DINL is accomplishing these aims through three broad 
leader development initiatives — Strategic Integration, 
Leveraging Rice Culture, and Direct Development. As you 
read through the initiatives, imagine how our world might be 
different if every college and university took this approach.

Strategic Integration  
We create efficiencies and greater effectiveness in the 
systems that develop leaders at Rice.

Leader Development Council: The DINL makes leader 
development more effective across university agencies 
by increasing cross talk and positioning the DINL as a 
consultant and collaborator on leader development matters 
at Rice. DINL plans, schedules, and facilitates Council 
meetings and collegially encourages active participation by 
centers, institutes, and schools who have leader development 
aims.

Leader Development Navigator: The DINL is constructing 
a web based platform for evaluating students’ needs for 
leader development and making recommendations for 
students to engage in leader development activities across 

campus in the most efficient and effective way. Currently 
similar technologies exist, but are set up to support human 
resource management in for-profit entities.

Technology Incubator: The DINL supports original, cutting 
edge leader development at Rice with technologies tailored 
to DINL development methods.  We support teams of student 
and expert technologists to that end.

Leveraging Rice Culture
Methods to leverage Rice culture ensure a goodness of fit 
between Rice needs and culture, and the DINL.

Third Eye: We have found that few leader development 
initiatives at colleges and universities have well-crafted, 
objective outcome measures. The Third Eye is a DINL-
sponsored metrics and measurement team, led by a 
measurement professional, that assists the Doerr Institute and 
other Rice leader development initiatives with assessments 
of their efficacy, impact, and success at developing leaders, 
for measuring the prior leadership experience of inbound 
students, and for measuring leadership excellence in 
the alumni base. We assist in the measurement of leader 
development outcomes for all leader development initiatives, 
university wide.

Student Engagement: To ensure goodness of fit with Rice 
culture, DINL systematically involves students in DINL 
management — to include the Student Association president. 
These students assist with design strategies that ensures 

The Doerr Institute for New Leaders is an open collaborative. We share all our data and practices 
transparently, and hope to collaborate with ILA members in all facets of leader development.  

Contact us at leadership@rice.edu.

Tom Kolditz, Executive Director, DINL

Tom Kolditz leads a panel of undergraduate students 
who participated in the institute’s first pilot program 

on Oct. 23, 2015. Photo by Jeff Fitlow.

mailto:leadership%40rice.edu?subject=
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leader development is compatible with the experience of all 
students, and particularly first generation students, students 
in part time work environments, student activists, and 
international students.

Leader Recognition and Visibility: The DINL is 
establishing award and recognition structures for students 
and faculty, and by establishing leadership criteria for awards 
for Rice alumni.

Faculty Research and Curriculum Development: The 
DINL commits double digit percentages of its funding to 
the support of faculty research initiatives that inform leader 
development in their respective disciplines, and more than 
half of that support is intended for curriculum development 
that explores how teaching in a given discipline can also 
contribute to the development of students as leaders. These 
grants are intended to be particularly beneficial to faculty in 
the humanities and arts, where novel and creative approaches 
to leader development may emerge.

Direct Development 
Direct development ensures that Rice students will increase 
their capacity to lead because their development is designed 
specifically for them and for their circumstances, and is 
professionally guided.  This method maximizes the use of 
International Coach Federation (ICF) certified coaches that 
are educated, trained, and experienced at developing others 
(students rate such coaches as far superior to untrained 
advisors and mentors).

Learning Team Development: DINL has designed 
a professional support system for team and leader 
development, focused on research and engineering project 
teams. DINL initiated this at the request of Rice faculty 
who wanted their research teams to develop their students’ 
capabilities beyond what they could do as faculty advisors.  
DINL provides special support to the research teams of 
interested faculty in the form of group coaching and other 
forms of team development. Prof. Eduardo Salas, faculty 
lead for the project, is well known in the team development 
space.

Professional Coaching: The DINL increases the capacity of 
Rice students to lead by increasing their self-awareness and 
giving them professional assistance in personal development. 
The strategy is to provide the opportunity for professional 
coaching in a two-step process. Freshmen will be offered, 
at their option, a series of activities, assessments, and 
assignments that they will need to complete to prepare and 
qualify for the privilege of being professionally coached.  
Then, at the beginning of their second year, they will work 
with DINL to schedule a meeting with an ICF coach.  The 
coach and the student will create a leader development plan 
for the student in the context of existing commitments (such 
as classroom project teams, athletic teams, musical groups, 
residential college activities, students employed on or off 
the university, etc.). The plan includes a diversity “blind 
spot,” so that the student takes specific action to increase 
their multicultural awareness and comfort with people who 
are unlike them in some way. Follow up sessions encourage, 
measure, and track progress. The coaching relationship 
concludes when the student goals are achieved, or at the 
request of the student or the coach.  The DINL does not use 
untrained mentors or advisors.

Coach Certification: While it would be terrific if merely 
studying under faculty would create a leader development 
outcome for students, DINL research on student outcomes 
suggests that faculty trained solely in their academic 
discipline, and without compelling leadership experience, 
are not uniformly successful in developing their students 
as leaders. DINL is developing an International Coach 
Federation approved training course to develop the coaching 
and leadership knowledge, skills, and abilities of interested 
graduate and undergraduate students, faculty, staff, the 
Houston community, and beyond. As most ILA members 
would agree, there is no substitute for formal education 
and training for those who seek to develop leaders. Much 

The mission of the Doerr Institute for New Leaders is to elevate the 
leadership capacity of Rice students across the university.

 Learn more at: http://doerrinstitute.rice.edu/.

Hundreds of parents gather to learn from Rice students about 
leader development in the Doerr Institute. Photo by Jeff Fitlow.

http://doerrinstitute.rice.edu/
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like other forms of accreditation for a university, we 
embrace third-party standards, in this case from the ICF. 
ICF standards help ensure an evenly high level of skills, 
provide a common set of ethical standards, and provide a 
competency-based learning requirement for those who seek 
the privilege of interacting with our students.

Peer Coaching: DINL research revealed that peers and 
upper class students play a significant role in developing 
student leaders at Rice — ranked higher than faculty, 
mentors, and other advisors. DINL seeks to train upper class 
and graduate students to enable them to competently develop 
peers as new leaders, and to provide the administrative 
process to manage a system of development driven by peer 
to peer interaction. Students who participate in professional 
coaching during their first and second years may volunteer 
to serve as peer coaches for less experienced students. DINL 
hosts a protocol for scheduling peer coaching sessions. Peer 
coaches participate in the same training offered to aspiring 
ICF professional coaches, which adds heft to their portfolio 
of leader development skills prior to graduation.

We count ourselves fortunate that leader development 
has such a uniquely important status at Rice. We hold 
both an aspirational and pragmatic view of leader 
development — envisioning is a good thing, but execution 
is everything.  As we execute, DINL is committed to the 
highest possible standards and strategies for developing 
students as leaders, and hope that other colleges and 
universities will join with us in that commitment. 

Rice student, George Randt, speaks to parents and students about 
the value of professional leadership coaching.

Leadership Job Opportunities

Instructor / Assistant Professor of 
Leadership Studies
Leadership Studies, Fort Hays State 
University
Hays, KS, USA
Closing Date: Until Filled
View Complete Description

Assistant Professor of 
Interdisciplinary Leadership
Department of Interdisciplinary 
Studies, Creighton University
Omaha, NE, USA
Closing Date: Until Filled
View Complete Description 

Vice President of Academic Affairs
Academic Affairs, Marian University
Fond du Lac, WI, USA
Closing Date: Until Filled; Review of 
Applications Begins Feb. 19.
View Complete Description

Submit Your Listing!

Executive Director
Leadership York
York, PA, USA
Closing Date: Until Filled
View Complete Description

Assistant Director, TCU 
Leadership Center
Student Development Services, Texas 
Christian University
Fort Worth, TX, USA
Closing Date: Until Filled
View Complete Description

Interim Leadership Fellows 
Project Manager (Temporary)
George Washington’s Mount Vernon
Mount Vernon, VA, USA
Closing Date: Until Filled
View Complete Description

Facilitator, Mount Vernon 
Leadership Fellows (Temporary)
George Washington’s Mount Vernon
Mount Vernon, VA, USA
Closing Date: Until Filled
View Complete Description

Assistant Professor, Teaching 
Stream in Engineering Leadership 
Education
Institute for Leadership Education in 
Engineering, University of Toronto
Toronto, Ontario, CANADA
Closing Date: 3/1/2016
View Complete Description

http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1659
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1658
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1657
https://ila.memberclicks.net/index.php?option=com_mc&view=mc&mcid=form_51459
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1656
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1655
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1654
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1653
http://www.ila-net.org/LeadershipJobs/View_Job.asp?DBID=1652
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Field Report

All Is WELL:  Women’s E-Learning in Leadership

To wish someone “well” is to desire the most positive 
outcome for another person. The Women’s E-Learning in 
Leadership (WELL) initiative at George Mason University 
in Fairfax, Virginia does this with an online environment 
where educated women in the Middle East, North Africa, 
and Asian countries can develop as change-agents for their 
communities.  

Visitors to the program site, www.wellforpeace.org, will 
see that WELL “aims to create a new e-learning leadership 
platform focused on self-awareness, development, and 
well-being” so that women can develop “skills such as 
communication, collaboration, conflict management, 
and leadership in a global context.” Women located in 
particular nations are targeted because women’s leadership 
training in those regions is scare or unavailable since those 
nations focus on their struggles with poverty, violence, 
and insecurity. However, WELL’s mission is to teach and 
empower thousands of women around the world to rise as 
leaders to better address these issues.  

Working with the WELL team, founder Dr. Fariba Parsa, 
brings her social sciences expertise to the program with a 
curriculum strategically designed to build women leaders:

• Module 1: Personal Empowerment — online 360 
feedback assessment, self-awareness, identification 
of areas for improvement, and self-mastery skills.

• Module 2: Relationship and Interpersonal 
Mastery — awareness of our impact on others, 
communication and relationship skills. 

• Module 3: Team & Leadership Development — 
skills, tools and competencies.

• Module 4: Taking Action, Making a Difference 
— goal-setting, real-world experiments/project, 
activism and entrepreneurial skills, creativity, and 
innovation.

The need for WELL is evident. Parsa reports, “We are 
hearing from almost all national governments, nonprofit 
organizations, and other national and international 
organizations that we need more women leaders, especially 
where there are conflicts, war, patriarchal authoritarian 
regimes, violence and poverty; however, not so many 
people in power prioritize this need and invest in women’s 
leadership education with economic, institutional, and 
human sources.”

WELL’s first step is to train female university students in the  
Middle East, North Africa, and South Asia, who are typically 
25 to 35 years old, living in urban areas, with access to 
computers, internet, and social media.  “Many of these 
women would like to make changes in their communities. 
The WELL initiative will focus on this group, teach them 
to empower themselves, and strengthen their leadership 
skills.” According to Parsa, who plans to expand the program 
globally, “I believe leadership education begins with 
knowing and leading ourselves first.”

The organization is looking for people, both students and 
professionals, to contribute to the conversation on women’s 
leadership education, serve on the Advisory Board, and 
to join the educational team. For more information about 
Women’s E-Learning in Leadership (WELL), please visit 
www.wellforpeace.org or email fparsa@gmu.edu. 

by Chrys Egan, Women and Leadership Affinity Group Communication Chair; Salisbury University

Meet Fariba Parsa, WELL Founder
Fariba Parsa is founder of Women’s E-Learning in Leadership (WELL). She is assistant research 
professor at Women and Gender Studies at George Mason University. With a Master’s degree in 
political science from the University of Copenhagen and a Ph.D. in social sciences from Roskilde 
University in Denmark, she has served as a board member in a number of Danish organizations. 
A contributor to Danish newspapers, television, and radio on Iranian politics, women’s rights, and 
political Islam, Parsa came to the United States in 2010 when she was awarded a post-doctoral 
fellowship at Harvard University’s Center for Middle Eastern Studies. A visiting scholar (2012-2013) 
at the University of Maryland’s Roshan Center for Persian Studies and the Department of Women’s 
Studies, she has been affiliated with George Mason University since 2013.

http://www.wellforpeace.org
http://www.wellforpeace.org
mailto:fparsa%40gmu.edu?subject=
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Board Report

Three Principles of Good Governance Guide 
ILA’s Annual Board Retreat

The ILA Board will hold its annual retreat in late February 
in Atlanta, the site of the 2016 annual conference. The 
retreat provides those entrusted with the administrative and 
governance responsibilities of ILA to step back from the 
press of day to day issues, assess where the board and the 
organization are in accomplishing its strategic priorities, 
and use this knowledge to plan for the future. The ultimate 
goal is always to position ILA to be and to remain a vital 
and viable global network of educators, practitioners, and 
scholars committed to a deeper understanding of leadership 
knowledge and practices worldwide. 

While the board reflects the vast diversity of ILA’s 
membership, what we have in common is a shared and 
deep commitment to the 
ILA mission. While our core 
values and guiding principles 
remain constant, the public 
expression of them in terms 
of policies, practices, and 
programs is the center-point 
of the board’s work and 
calls forth depth reflection, 
analysis, respectful discussion, 
collaboration and consensus. 
This is a level of governance 
work that demands that our 
board members be grounded 
in ILA’s history and culture, 
possess an understanding of what it means to hold the 
organization in trust®, and have the capacity to hold together 
multiple — and sometimes conflicting — ideas and opinions 
long enough to determine the best course of action for the 
ILA. To help us in our work, the board keeps in mind three 
principles that define good governance.

Fiduciary Principle

This principle is about the board member’s loyalty to the 
purpose for which the institution was created. A board 
is legally obligated to fulfill the purpose for which an 
organization exists. Knowing the purpose and history of 

ILA connects us to the origins 
and the evolution of ILA over 
time. This provides the context 
and perspective needed to make 
judicious decisions. In so doing, 
the board functions as a community of memory, not because 
it is the trustee of the status quo, but because it is the holder 
of organizational integrity upon which public trust is created 
and retained.

This principle reminds us that a board’s actions will always 
be constrained in some way by it; how much of a constraint 
is always subject matter for the board to attend to and 
determine. 

The Common Good Principle 

This second principle reminds us that 
the board’s actions are not only rightly 
constrained legally but that a general sense 
of social morality can also be restrictive. 
This means that members of a board must 
be cognizant of the needs, values, goals, 
and expectations of an organization’s 
beneficiaries, and remain aware and 
attentive to the larger context in which 
the organization exists and operates. The 
organization’s faithfulness to its mission and 
the constantly changing circumstances can 

cause non-alignment and conflict. In order for the board to 
comply with this principle, members must honor its norms 
and evidence the ability to lead change and manage conflict 
respectfully. Adaptive leadership skills are required. Under 
this principle, the board operates as a community of the 
common good.

When the fiduciary principle and the common good principle 
are at odds with each other, the third principle comes into 
play. 

by Katherine Tyler Scott, Chair, ILA Board; Managing Partner, Ki ThoughtBridge

ILA’s Executve Committee in Barcelona. (L-R) 
Mansour Javidan, Cynthia Cherrey, Katherine Tyler 

Scott, Janis Bragan Balda, and Roger Sublett.
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The Community of Interpretation Principle

This principle infuses the practice of reconciling differences 
between the fiduciary and common good principles and 
brings the interests and concerns of the founders in line with 
contemporary values and newer understandings of what is 
the common good. The hallmark of an effective board is 
that it takes the time to engage in the discussions to fulfill 
this interpretative task, and it develops the practices and 
procedures that provide the time and space for their talking 
together about the current and anticipated issues facing the 
organization and the implications for its purpose, mission, 
and future. The board, thus, becomes a community of 
interpretation.

This principle honors the diversity of backgrounds and 
perspectives on a board, and treats each member as a valued 
part of the work. The ability to respectfully listen to those 
who differ with you is a mark of maturity that allows for 
the open, honest dialogue that leads to a higher functioning 
board able to engage in better decision-making. These three 
guiding principles enable the board to identify major issues 
and to make the prudent and timely decisions needed to 
address them with desired success. 

The theme for this year’s ILA Board retreat is “The Anatomy 
of a Global Organization,” and focuses attention on what we 
mean when we say we are global. The answers are salient 
to ILA’s sense of identity, the ways in which we structure 
ourselves and the work, and the priorities and strategies of 
ILA in the immediate, intermediate, and long term future. 

Significant progress has been made in this regard and great 
opportunities remain. Roger Sublett, chair of the By-Laws 
Committee, is assessing needed revisions and making sure 
that any recommended changes are in alignment with where 
ILA is and where we are headed. Janis Bragan Balda, chair 
of the Finance Committee, has spent the year with her 
committee making sure that ILA is in a healthy fiscal state 
in policy and process. We are fiscally responsible and have 
processes in place that will help us remain so. Our ability 
to fundraise is challenging and notable progress is being 
made by the Fundraising Committee led by Max Klau. I 
am pleased to inform you that we have 100% participation 
in contributions to ILA from board members. Having a 
fulltime president and CEO is already having a significant 
impact on increasing sources of financial support for 
ILA. Our Membership Committee is focused on meeting 
member’s needs and making sure members’ voices remain 
a consideration in any planning. A recent online survey of 
the membership sent out by Susan Elaine Murphy, chair 
of this committee, should provide valuable data that will 
help guide the conversation about what needs to be done to 
maximize member benefits. During the retreat we will also 
hear a report from the Global Expansion Task Force, led by 
Mansour Javidan. This report will help launch one of the 
most important conversations the ILA Board will have. 

This is an important and exciting moment in ILA’s history. 
Watch this space for updates and for more invitations to 
share your ideas and help us remain accountable as we work 
to honor the trust given us and as we adhere to the three 
basic principles of governance.

Laura Osteen (L) and Cheryl Getz

The ILA Thanks Outgoing Board Members Ellen Van Velsor and Scott Allen for Their Service

Ellen Van Velsor began her board service in 2010 and was one of the people who aided the ILA’s transition 
from the University of Maryland to an independent not-for-profit association. As the first chair of the board’s 
Fundraising Committee, she helped to create the annual board giving campaign. This was not her only first! 
While at the Center for Creative Leadership (CCL), she co-authored Breaking the Glass Ceiling, a pioneering 
piece on women’s leadership, and was co-editor of The Handbook of Leadership Development. Ellen joined 
the ILA in 2005 attending her first global conference in Amsterdam. Recently retired after 25 years at CCL, she 
continues teaching leadership at North Carolina A&T State University and remains an active ILA member. 

Scott Allen began his board service in 2013 and served as the chair of the Board Development Committee. 
In that role, his primary focus was the annual nominations process and board development. Scott joined the 
ILA in 2002 and attended his first ILA global conference in Seattle while still a PhD student. He served as the 
Chair of the Leadership Development Member Interest Group in 2008. Along his ILA journey, he became an 
associate professor of management at John Carroll University and the acclaimed co-author of Emotionally 
Intelligent Leadership. His commitment to ILA continues with plans to attend ILA 2016 in Atlanta.

Learn who our new board members are in next month’s Member Connector! 

http://www.ila-net.org/about/Board/LOsteen.html
http://www.ila-net.org/about/Board/CGetz.html
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many thanks 
to our 2015 Global ConferenCe sponsors

Gold SponSor

Silver SponSorS

bronze SponSorS

Benedictine University - Center for Values-Driven Leadership 
Palm Beach Atlantic University  - MacArthur School of Leadership
Royal Roads University 
University of Richmond - Jepson School of Leadership Studies

ConSider beCoMinG A 2016 GlobAl ConFerenCe SponSor 
For details, visit www.ila-net.org/sponsor

https://www.sandiego.edu/soles/
http://www.champlain.edu/appreciativeinquiry
http://www.druckerforum.org/
http://www.iese.edu/
http://www.registradores.org/
http://www.cehs.wright.edu/academic/educational_leadership/
http://nytimesineducation.com/
https://www.fanning.uga.edu/
http://www.sagepub.com/home.nav
http://www.phoenix.edu/
http://www.cvdl.org/doctorate
http://www.pba.edu/school-of-leadership
http://www.royalroads.ca/
http://jepson.richmond.edu/
http://www.ila-net.org/Conferences/2016/Sponsor-opp.htm
http://www.ila-net.org/Conferences/2016/index.html
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ROBERT M. MCMANUS: Arja and Perttu, I’m excited 
to have this opportunity to talk with you as the authors and 
editors of Leadership in Spaces and Places published last 
August. Please tell me a little bit about yourselves and how 
you came to study leadership.

ARJA ROPO: I am a professor of management and 
organization at the School of Management, University 
of Tampere in Finland. I have always been interested in 
leadership, not exactly as an individual quality, but more as 
connected to an organizational and cultural context.

PERTTU SALOVAARA: I am an adjunct assistant 
professor at Stern School of Business at the New 
York University and a research fellow at the School of 
Management, University of Tampere. My background is in 
organization and management consultancy. For 12 years, 
I led training sessions in leadership development. At some 
point I began to question these kinds of interventions. I 
began to wonder, how does what participants experienced in 
these sessions affect their interactions with their staff?

My PhD grew out of this interest in leadership learning. 
Having worked with loads of people and organizations it was 
plain obvious that what we call leadership does not consist 
only of rationality or cognitive thinking process. It is very 
much about relations and being sensitive to team dynamics 
and interpersonal issues. Leadership is not only about 
the leader, but primarily about others. But, when I started 
reading leadership research, it seemed to be on a different 
footing with my experience. 

From this perspective leadership research needs to take 
place in a broader epistemological framework than most 
of the leader-centric theories do. Both Arja and I feel that 

the research knowledge 
about leadership needs to 
include embodied aspects 
of being a human. When 
we exclude embodiment 
and emotions in advance 
from the research we do 
on leadership, we are 
epistemologically on thin ice. Including embodiment and 
relations into leadership introduces ontologically a whole 
new being, a larger thing, to be studied under leadership 
than only the rational-cognitive faculties or behavior of one 
person. Including rational, emotional, and embodied aspects 
provides a more accurate, holistic, picture of the leadership, 
we think.

ROB: One of the things I really liked about your book 
was the different approach that you took to understanding 
leadership. Tell me a little bit about what inspired you to 
write Leadership in Spaces and Places?

ARJA: We had a four-year research project called 
“Leadership in Place and Space” funded by the Academy 
of Finland. This book is one outcome of the project. In this 
work, we explored fundamental issues in the relationship 
between leadership and space. As Perttu said, we consider 
that leadership is an embodied phenomenon meaning that we 
relate to spaces through our bodies. So, epistemologically, 
this is a different way of knowing compared to the 
mainstream rational and cognitive knowing. That is is a focal 
issue in our view of leadership.

ROB: How we know what we know?

ARJA: Exactly.

by Arja Ropo and Perttu Salovaara (Edward Elgar, 2015)

Leadership in Spaces and Places

Featured Author Interview

 

ILA Members download Chapter 10, “Culture Matters: Space and Leadership in a 

Cross-Cultural Perspective” from Leadership in Spaces and Places 

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

https://ila.memberclicks.net/chapter-downloads-
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ROB: You write in the introduction to your book, “Broadly 
speaking, these studies consider leadership as a felt 
experience in the ‘space between’ rather than the effort of 
one person to influence another. Beyond emphasizing the 
emotional dimension of leadership over the mainstream 
rational and cognitive one, this view broadens leadership 
from happening between humans to include human and non-
human encounters as well.” Can you elaborate a bit on this 
idea for our readers? 

ARJA: Like most people in their work life these days, 
we have experienced how different types of material and 
technological gadgets seem to guide our actions — such 
as using Skype or us now having a conference call. Office 
spaces and computer programs seem to have taken on 
leadership functions. They seem to influence our action. They 
encourage or, in contrast, discourage us from doing things. 
They motivate us. Sometimes they reward us. The whole 
issue of materiality seems to be overwhelmingly in our lives 
and we think that means that also leadership needs to be 
viewed in a different way.

PERTTU: Mainstream leadership research has been leader 
centric and generally research and practice tends to focus 
on the rational or cognitive aspects of leadership. But in 
reality, it is never just the rational side of us that is present at 
work; we are there as whole human beings. So we thought 
that we needed a more aesthetic approach to organizations, 
an aesthetic leadership approach that acknowledges that 
leadership, when it takes place in practice, is not only a 
rational faculty, but includes emotions, intuition, experience, 
sense of space, and, if you like, embodied knowledge.  

About the time that we wrote the application for the 
Leadership in Place and Space project, post-heroic leadership 
research had taken already a few steps forward. Leadership 
was not just being studied as a quality of an individual, but 
also as a quality of a group, a team, a culture, an organization. 
These different phenomena were easily visible in real life, 
revealing that there are different leadership cultures, but 

the question was, how do we study these? We began to see 
that we needed a kind of plural leadership approach or a 
plural way of seeing leadership. There were a lot of different 
theories that had already tapped into this, but they had, in 
general, not been conceptualized too well yet.  

We joined that conversation stream, and then thought if 
leadership is not attached to individuals anymore, but to 
groups and cultures, could it also be the case that materiality 
and spaces lead us? That’s where we then came into the idea. 
And certainly this all has to do with the space between, the 
relational leadership approach.

PERTTU: The space between, as Arja mentioned, is not 
necessarily only a human human relation, but also a human-
material relation or a relationship between the social and 
material.  That’s what we became interested in and what led 
to the funding of our four-year project.

ROB: When reading your book, I was constantly reminded 
of Richard Weaver’s axiom, “Ideas have consequences.” 
It seems to me that one of the basic ideas of your book is 
that spaces have consequences; consequences on how we 
lead, how we follow, how we work towards a goal. Tell 
our readers, if you will, a little bit more about the way our 
physical, or built, environment affects the leadership process.

ARJA: Well, if you think of a typical workplace — the office 
layouts, the corridors, the rooms, the furniture, the walls — 
all these material things influence our way of being, acting, 
and doing our work. For instance, think of the corridors 
where people work. The corridors are made for walking. 
You may pass by people there but you are not supposed to 
be engaging with them. This kind of corridor layout doesn’t 
support collaboration, meeting, or discussions. You just walk 
and pass by. If, on the other hand, there are places to stop 
and sit down and meet people accidentally creates a totally 
different kind of a working environment and community feel. 

Meet Arja Ropo
Arja Ropo is Professor of Management and Organization at the School of Management, University of 
Tampere, Finland. Her continuing interest is leadership from an aesthetic and embodied perspective.   
Currently her research focuses on material aspects of leadership, especially organizational places 
and spaces. She advances a plural view of leadership by exploring leadership as a sociomaterial 
relationship between the human and the material.  She has published in the Leadership Quarterly, 
Leadership, Scandinavian Journal of Management, and Journal of Management & Organization, 
among others. Her work has also appeared in a number of books in Europe and North America. 
She serves on the editorial boards of the Scandinavian Journal of Management and Organizational 
Aesthetics and as a reviewer for a number of journals.
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ROB: I had an experience that relates to this. About 15 
years ago, a colleague and I met in a corridor and talked 
about something related to work. I thought we had come to 
a decision and sent an email to our supervisor saying that 
we had talked and this is what we agreed on. My colleague 
became very angry with me because we had not agreed on 
this issue in a formal meeting. She felt that the corridor was 
too informal of a space to say that we had agreed on this 
issue.

I’m wondering if I would have that same experience today 
or if space and work has changed to a point where that 
conversation would be considered as, let’s say for lack of a 
better word, binding.  What do you think about that?  Would I 
have the same experience today or not?

ARJA: Well, things may be different now. There is actually 
research referring to this.

PERTTU: Yes, it’s called “the corridor talk” and refers back 
to the difference between informal or formal organizations. 
A lot of work is actually being done in the informal 
organization. As a consultant, I tend to trust the more 
informal organization than the formal organization because 
there are so many more decisions made there on a kind of 
everyday informal basis: “Yeah, I’ll give you a call.” “I’ll 
take care of that.”  “Yeah, I’ll prepare that document.”  All 
those things are talked about over lunch, a coffee break, in 
the corridor. This is why what we might call the “encounters 
economy,” and it has become a force of production and is 
being supported by the open-plan offices.  

It’s not that we’re preaching for open-plan offices or that 
we’re against corridors. Not at all. But, we do see that there is 
a tendency nowadays in knowledge-based economies to turn 
toward physical spaces where people can meet each other 
informally and create these serendipitous moments.

ARJA: I think there has to be some kind of a cultural change, 
and in fact, there is, in reality, a change in the spaces where 
work is done nowadays. Even for this interview, I’m sitting 

by my kitchen table at home working on my computer. 
You might be also working at home, or you might be in a 
co-working place or in a cafeteria, a train, a plane, or an 
airport.  Those informal spaces have become more and more 
important in today’s work life, especially for people like us, 
knowledge workers. We work in a variety of spaces that most 
of them could be considered informal. So the situation might 
be different if you had this experience now compared to 15 
years ago.

ROB: I think so too. Perttu, in your chapter, “What Can 
the Coworking Movement Tell Us About the Future of 
Workplaces?” you mention “that the rise of post-heroic 
leadership research has coincided with the emergence of the 
co-working phenomenon.” Or, one might add, the open-space 
workplace phenomenon. Would you please elaborate on this 
idea a bit more for our readers?

PERTTU: That’s part of the shift to more knowledge-based 
work and knowledge environments.  There is a background 
to this. The coworking movement started in the 1960s and 
70s. It has to do with open access to information. It also has 
to do with technology. Open access was made possible by 
technology. An early example of coworking is the Whole 
Earth Catalogue, discussed in Walter Isaacson’s biography of 
Steve Jobs.

Technology enabled us to be connected to different kinds 
of people from different kinds of places, which led to ideas 
about open access and knowledge work. I don’t know about 
here in the United States, but in general, there is more trust in 
the productivity of the individual and groups, even if bosses 
do not control them in detail.

ROB: In my career, I started out in a large company where all 
of the exempt employees had their own offices with beautiful 
windows, and they all worked with their doors shut. You 
could not see in to their offices. Whereas the non exempt 
employees were in a sea of cubicles where people could look 
over the cubicle walls and see what they were doing.  

Meet Perttu Salovaara
Perttu Salovaara is Adjunct Associate Professor at New York University, Stern School of Business, 
U.S.A., and Senior Researcher at University of Tampere, School of Management, Finland. His current 
research deals with plural and spatial leadership, and social movements and craft beer brewing 
from leadership perspective. Having a background in philosophy he has a particular interest in 
ontology, epistemology, and methodology in organization and management studies, particularly 
sociomateriality. He has recently published on various aspects of leadership and coworking, and 
has created academic documentary films on Leadership in Spaces and Places (2014), Cowork City 
(forthcoming, 2016) and Cities Lead (forthcoming, 2016).
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As the company grew, they moved their headquarters to an 
open-plan office, where they had things like stools sitting 
alongside of little tables where people could have coffee. All 
of the separate offices had glass, and you could see what the 
people were doing in their offices and people could see what 
the other employees were doing if they were not in the office. 
It was all transparent.

It’s a bit of a chicken or egg question, but I wonder which 
came first, this post-heroic idea of leadership and then this 
more open view of space or did this more open view of space 
influence this post-heroic view of leadership? What are your 
thoughts on that?

ARJA: I think that’s a good question, which came first. I 
think they sort of mutually influenced each other. I would say 
that the background for both of these shifts is the work life 
changes in general and the growth of knowledge economy.

PERTTU: I will also add that with the technology that 
enabled people to do work so much more independently, it 
would have been a nuisance if the boss was always behind 
your back. Rob, how was that change taken by the people 
who used to have their own offices and closed office spaces, 
not something with glass doors and walls. How did they react 
to that? Did it change anything?

ROB: It certainly changed the culture of the organization 
dramatically, and a lot of people chose to leave. I think that 
the organization also chose to find people that would be more 
adaptable to that kind of space, to a more transparent way 
of following and leading both physically and from a work 
perspective. I think the transition was hard at first, certainly. 

There are so many ideas in your book that I want our readers 
to know about.  Let me change gears a bit. One of the major 
sections of your book deals with this idea of leading in virtual 
space. What are a few words of wisdom you might offer 
leaders and followers working in virtual environments?

ARJA: I think that meeting face-to-face is also very 
important in virtual work. So following that, the spaces where 
you meet really matters. The spaces need to have a meaning 

for everybody involved, but the meaning doesn’t have to be 
the same for everyone. For instance, in our research project 
we had four people living and working in three different 
continents.

ROB: Right, because your book was actually authored and 
edited by four different people, correct?

ARJA: Yes, the editors were the core team of authors of 
the book. At the time we were writing, one of us was in 
Indonesia, one in Finland, one in Norway, and one in the 
United States. We quickly realized that meeting face-to-face 
was very important both in terms of the expected outcomes 
of the process and how we felt about working together. It was 
such an interesting and enjoyable process to study the spaces, 
leadership, and virtual work, all the while being in the middle 
of the whole phenomenon.

We had workshops for the project once a year in various 
spaces. We were very particular in choosing the places where 
we met. We had a workshop in a sort of jungle in Indonesia, 
in a Finish summer cabin, in a New York high rise, and, of 
course, in more traditional office space environments. So, 
I would say that meeting face-to-face is very important in 
virtual work. 

PERTTU: For the duration of the project we used cloud 
services for documents and had biweekly Skype calls, but we 
realized that if we wanted to do good quality work, we also 
needed to pay particular attention to the physical meetings.  

It’s also important to note that the book is not a leader book, 
it’s a leadership book. That was our emphasis throughout. So 
whenever we talk about leadership, we don’t mean “leader.” 
That holds for leadership in virtual spaces too. If there is a 
view that the virtual team, virtual space, virtual leadership 
means that someone needs to be in control of others who 
are in remote locations, and if the premise is that this makes 
the so-called leadership more difficult; then that is not the 
approach that we’re talking about here.  

Meet Interviewer Robert M. McManus
Robert M. McManus is the McCoy Associate Professor of Leadership Studies and 
Communication at the McDonough Leadership Center at Marietta College in Ohio. He 
co-edited Leading in Complex Worlds (2012, Jossey-Bass) and has served as the Chair 
of the Leadership Education Member Interest Group for ILA. He is the co-author of 
Understanding Leadership: An Arts and Humanities Perspective (2015, Routledge).
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Our approach is that leadership is a plural, collective quality, 
and it has to be ingrained in the culture where the team, or 
whatever the constellation, works. It’s a shared, collective, 
distributed thing. It’s between the people involved in the 
work. Everyone takes responsibility. The teams usually have 
their connections to each other, not only through the leader, 
but as a network. That’s our understanding of the virtual 
space. It should be understood as a network of actors where 
leadership qualities can come from different directions, not 
only from the leader.

ROB: That’s a very helpful distinction. 
Your book contains a very intriguing 
idea of how spaces themselves can lead, 
not just affect our view of leadership, 
such as in the chapter, “Front Stage With 
No Front-Stage Employees: Customer 
Perceptions of Self-Service Hotels” 
by Ritva Höykinpuro and the chapter, 
“Cities Lead” by Erika Sauer.  

ARJA: Well, I could start with this 
“front stage, with no front-stage 
employees” concept. This is an issue in 
service management where face-to-face 
service encounters traditionally have 
been a key thing. Now face-to-face service encounters are 
being replaced by technology and different face-to-screen 
service space solutions have begun to substitute the service 
employees on site.

ROB: I think the example from the book is that now you can 
check into a hotel by typing in an access code. So when you 
go in, you don’t necessarily meet anyone at the front desk. It 
takes the service employee out of the equation.

ARJA: The space itself is providing the service, not the 
service employees. That’s a really big change in the service 
management literature and practice.

PERTTU: Originally the idea of spaces leading was a simple 
concept for us. We can’t walk through walls, we have to open 
the doors, we follow the corridors, and we climb the stairs. In 
this naïve, material, way spaces lead us. When we drive a car 
and go to airports, we are led by signs. There is no individual, 
let alone a leader, showing us the way. The spaces at airports 
and, of course, traffic signals are designed to lead us. There 
are also many other spaces that physically lead us. If we go 
to Dunkin’ Donuts, Starbucks, or McDonald’s, there is no 
one telling us what to do, we already, culturally, know how to 
behave. 

For the chapter, “Cities Lead,” we started asking, with Erika 
Sauer, about the possibility of cities as another example of 
materiality leading. At the time Erika was living in Jakarta, 
Indonesia and I had moved to New York. We were just 
thinking about how different the two cities were. Of course, 
there are the different cultures of the cities, but it’s also about 
the physical city space; how it’s designed. We began to look 
at how the two cities lead people and influence how the flow 
happens in that space. It’s just very different between these 
two cities. 

We are making a documentary 
that was shot in Jakarta and New 
York. It’s a work-in-progress but 
should be ready before summer. It 
studies these kinds of differences 
between cities, how cities lead, 
and how they attract people. New 
York is just a magnet, attracting 
people. How does it do that ?

ROB: I really enjoyed that 
chapter. I’m looking forward to 
that documentary, and that idea of 
how cities lead us.

ARJA: I would like to add to that when we talk about the 
spaces leading, whether they’re cities or other kind of spaces, 
we don’t say that those material things lead in a deterministic 
way. Instead, we say that this leadership aspect takes place 
through our embodied experiences; through our senses, 
through our memories, and imagination. It really needs this 
human engagement.

PERTTU: I agree that this is central to our understanding 
of leadership in spaces and places. There is what I call a 
common cultural misunderstanding when we talk about 
leadership in spaces and places. As Arja said, people often 
think that we mean that spaces lead in a deterministic 
manner — that there can be a managerial idea of space, that 
you could design a space so that it always makes people 
do things in a particular way. For instance, managers might 
think, we could design an office space that leads our people 
to be happy, productive, creative, and efficient. But it doesn’t 
happen that way. 

For this, we refer back to the work of others. One of them is 
certainly Henri Lefebvre who wrote The Production of Space 
(1992). In his book, Lefebvre explores how to reconcile what 
he calls mental space — the space of philosophers — and 
real space — the physical and social spheres — in which we 

Click to watch the documentary companion 
(in Finnish with English subtitles) to the book.

https://vimeo.com/95709554
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all live. We think it is the “lived experience” of space that 
makes it lead. The space does not do this on its own, it needs 
the human interaction. The other angle, if you like, is the 
social-material aspect. We don’t think spaces lead in a purely 
material way, as if they themselves had agency, but in a way 
where the social — the human aspect — connects with that 
physical materiality and only through that that does it lead. 

ROB: That’s another very helpful distinction to understand 
your work.  

One of my favorite chapters in the book is “Culture Matters: 
Space and Leadership in a Cross-Cultural Perspective” by 
Tor Grenness. I found the idea of culture shock and the 
resistance one might feel when encountering new spaces to 
be fascinating. For example, he cites the Russian professor 
who, when being told that a firm had decided to choose 
open spaces offices in its new building, says, “But when the 
manager sits in the same room as the people he is supposed to 
manage, what is the manager supposed to do?”  

In our increasingly globalized world, what do leaders need to 
think about as they help create spaces so that heterogeneous 
followers from different cultures can work together 
effectively?

ARJA: That is a very, very good question in today’s world 
because it looks like global corporations seem to have 
adopted a kind of universal headquarters strategy regardless 
of the local country and culture of the business. To me, this 
reflects insensitivity to cultural issues.  I think that the local 
cultural values and meanings of space and spatial issues 
should be taken into consideration. The kinds of buildings, 
structures, designs, objects, colors, all have different symbolic 
meanings in different cultures.  It may be very difficult to 
serve every cultural nuance in terms of space, but I think at 
the very least spaces should be designed in a way that does 
not undermine or discredit anyone’s cultural values or beliefs.  

PERTTU: This is an issue we’ve talked a lot about within 
our group and with Arja. It seems that nowadays, through 
the design of office space and factories, the West is 
importing its values to the countries where their companies 
want to establish their operations. Rob, as you mentioned, 
transparency and democratic values are behind these open-
plan offices, so there is a certain Western voice that these 
spaces bring with them. To some degree, adding democratic 
values and spaces where people can express and fulfill 
themselves, is something these spaces are often doing, for 
good or bad. You could call it a new colonialism and there’s 
certainly a lot of cultural insensitivity to it. There should be 

more cultural sensitivity to this and a balance between the 
local values and the corporate values.  

ROB: I don’t think any conversation about space and 
leadership is complete without mention of Michel Foucault 
and his ideas of space and power. How might space and 
design help to reinforce or subvert traditional forms of power 
and leadership? I’m thinking specifically about the chapter by 
Erika Sauer, “The Hospital as a Space of Power: Ownership 
of Space and Symbols of Power in the Hospital Setting.” How 
do Foucault’s ideas of power and space influence your views 
of leadership in this whole idea of space and leadership?

ARJA: I think Erika’s example of a hospital is a very good 
illustration of space and the symbols of power. She describes 
her personal experiences when visiting her aunt in a hospital. 
First there is the lobby where the house manager controls 
the visitor flow by gazing at people, and occasionally giving 
instructions if someone asks. Then there are many spaces 
with restricted access for medical staff only. You need to 
have certain qualifications to access those spaces. The 
nurses’ station is a kind of a liminal space where you have 
partial access, but still, you need to have a specific question 
to ask if you enter that space. When thinking of symbols of 
power, Erika points out that employees and patients all have 
uniforms; uniforms that convey their professional status and 
ranks. The patient’s clothing, which they are made to wear, 
makes them appear to be the lowest ranked people in the 
hospital. 

ROB: It does! It was fascinating to me. That chapter really 
resonated with my own experience of going to the hospital 
and feeling disempowered. I realized that there are purposes 
for some of these things, of course. By the same token . . . I 
think that we need to know what values our physical space 
may be portraying. I never thought of it until I read this 
chapter. It was an “aha moment” for me.  

PERTTU: About a year-and-a-half ago in the New York 
Times, there was an article about a hospital in New Jersey 
that had a revolutionary approach. They designed the hospital 
so it looked like a home. They studied the effect of that 
environment on the patients and found that patients needed 
30% less pain medication, and infection rates and number 
of accidents decreased significantly. The environment had a 
really big impact on the patient and on their well-being. Our 
health is not only a somatic bodily issue, but in hospitals 
we are often seen as just a body. When they added those 
additional elements of home-likeness to this New Jersey 
hospital, people felt that they were really taken care of 
individually and their symptoms and the time that they spent 
in the hospital decreased dramatically.  

http://www.nytimes.com/2014/08/22/arts/design/in-redesigned-room-hospital-patients-may-feel-better-already.html?_r=0
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Jeremy Bentham’s idea of a panopticon for a prison — 
where a guard sits in the middle of a circular structure 
where he can see everybody in their cells — is another 
example of space and power. The idea is that no prisoner 
knows when they are being watched so the inmates act as 
though they are watched at all times, effectively controlling 
their own behavior constantly. Bentham’s idea is that not 
only do you control prisoners’ bodies, but also their minds, 
which leads them to start to self-control. What a great idea. 
Psychologically you create a certain kind of physical space 
that controls your mental aspect too. 

But what we’ve been saying is that this effect is not 
objective. It does not always happen the same way. It could 
be that the prisoners’ response to the panopticon is to start 
fights. Or it could be that they dream about very different 
things, that they still plan escapes, and so on. Space is 
always within a social context. For example, think about how 
Joaquín Guzmán Loera, the Mexican drug lord known as El 
Chapo, originally escaped from a room that had a camera 
in it! Loera had a lot of helpers and the guards apparently 
looked away and allowed him to escape. A space is not only 
a physical space, it’s a social-material construction.

While prisons are often used as an example of panopticism, 
it’s the same power relations as in the hospitals we just 
talked about. Foucault’s analysis builds on this, particularly 
in Discipline and Punish.

ROB: This has been a wonderful conversation. I so enjoyed 
reading your book and I’ve enjoyed it even more having had 
this opportunity to talk with you about these ideas. What’s 
next for you? What’s on your agenda for your next projects?

ARJA: We have just submitted a new research project 
proposal to the Academy of Finland on various sociomaterial 
aspects of leadership, including technology, objects, 
and symbols; material things that construct and perform 
leadership. It appears that rethinking leadership from a 
sociomaterial perspective is the mission of my academic life.

PERTTU: We also have a paper that we’re about to submit 
on spacing leadership. We are adding to the book an 
understanding of space as a dynamic, active element. We are 
not giving individual agency to the space, but we do want 
to add that the relationship between humans and spaces is 
an active, changing thing. As Arja said, we will continue 
to focus on the social-material reality in leadership. There 
have been recent studies of the Arab Spring, Istanbul, and 
Benghazi Square demonstrations along with the Occupy 
Movement, from the perspective of leaderless leadership. 
This coincides with our research agenda because spaces also 
provide possibilities for leaderless leadership.

I’ve also submitted a research application for funding to 
study craft brewing from a leadership perspective having to 
do with the social movement of organizations and leadership. 
I hope to study cities and places where craft breweries have 
been established, and have started to have an impact on local 
economy, culture, and community building. Just googling it, 
you find many articles where craft breweries have helped to 
revitalize cities.

ROB: Very interesting. I look forward to seeing more of 
your work and I hope people will pick up Leadership in 
Spaces and Places and really take it to heart. It’s fascinating 
work. I hope to see you at an ILA conference in the future so 
we can meet face-to-face.

Submit to Leadership and the Humanities!

Leadership and the Humanities is a peer-reviewed international journal dedicated to advancing the 
understanding of, research on, and applications concerning leadership. Produced in partnership by the ILA 
and Edward Elgar Publishing, the journal offers rigorous but readable scholarship on leadership from the 
broad field of the humanities, an increasingly popular locus for leadership studies. The journal publishes 
explorations of leadership from many disciplinary perspectives, including philosophy, ethics, religion, history, 
psychology, arts, literature, drama, film, ancient and modern languages, classics, communication and media 
studies, anthropology, political science, and sociology. Interdisciplinary approaches are encouraged. The 
journal welcomes studies of leaders and leadership in many different settings, in fiction and art, and across 
different times, places, and cultures. This may include studies of formal as well as informal leaders, and it 
may focus on followers, organizations, and the context of leadership, or on symbolic representations and 
depictions of leadership. Research that stresses the diversity of leadership across gender, race, class, 
religion, and age is encouraged. Authors are invited to submit articles of up to 9,000 words long (including 
footnotes) with 1-8 key words to LATHeditor@e-elgar.com.

mailto:LATHeditor%40e-elgar.com?subject=
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Member Spotlight

Shift Your Mindset at the Liautaud Institute and 
Retrain Your Brain to Flourish

Do you ever wonder why some very smart people stop 
flourishing? It may come down to mindset or mental 
attitude, which can be more important for success than IQ. 
Fortunately, as it turns out, mindset, often defined as an 
established set of attitudes, may not be so set, according to 
Carol Dweck, professor of psychology at Stanford.
 
In Mindset: The New Psychology of Success, (2006) Dweck 
proposes that everyone has either a fixed mindset or a growth 
mindset. Cynthia Kivland, Chief Learning Officer (CLO) 
at The Liautaud Institute, agrees with Dweck. In Kivland’s 
book Smart2Smarter (2014) she takes Dweck’s idea one step 
further and argues that the growth mindset’s default style is 
hope and the fixed mindset’s default style is fear.

A fixed mindset is one in which you view your talents and 
abilities as… well, fixed. In other words, you are who you 
are, your intelligence and talents are fixed, and your fate is to 
go through life avoiding challenge and failure. When failure 
happens, and it will, the mindset is fear and survival.

A growth mindset, on the other hand, is one in which you 
see yourself as fluid, a work in progress. Your fate is one of 
growth and opportunity. When failure happens, you learn 
from it, the mindset is hope and possibilities.  Evolving is 
energizing, inspiring one to flourish and persevere, even 
when the future is uncertain.

Which mindset do you possess? Dweck, an expert with 20 
years of research experience in motivation and personality 
psychology, has discovered that our mindset is not just a 
minor personality quirk. It creates our mental worldview 

and determines whether we become optimistic (hopeful) or 
pessimistic (fearful). It shapes our emotional engagement 
at work and in relationships, and it ultimately predicts 
whether we continue to flourish. The good news, according 
to Dweck, is that mindsets are not set: at any time, you can 
learn to evolve a growth mindset.

But how? 

ILA group member, The Liautaud Institute, has created a 
process design training methodology (PDT©) to retrain the 
brain to develop a more robust growth (hopeful) mindset. 
The Institute incorporates evidenced based metrics built on 
neuroscience and social learning research that bridges the 
cognitive and emotional brain functions. Understanding 
how the brain learns, how emotions enhance and accelerate 
learning, the importance of social bonding and support, and 
employing process designed steps to learn, present, and 
practice new behavior in small groups are key components 
of the PDT program. 

All research at the Liautaud Institute builds on three 
biogenetic needs: Our need to ‘group’ (membership), to 
be a part of something bigger than ourselves; our need for 
empowerment, to create and affect changes in the workplace; 
and our need for meaning, to be appreciated, respected, and 
to know at the end of our day we contributed something 
meaningful.  

According to Liautaud researchers, “Neuroscience appears to 
indicate a biogenic need to group and contribute, evidenced 
by the four chemicals — endorphins, serotonin, dopamine, 

About the Liautaud Institute
In 2006, the Liautaud Institute, University of Illinois Chicago 
began cataloging the best social habits from the highest performing managers. They broke each practice into a 
sequence of steps, hypothesizing that executives/managers who repeatedly practiced the sequence of steps would 
develop that habit. The Institute then ISO certified each sequence of steps, which resulted in an identical outcome for 
those that practiced the steps. The outcome was a measurable increase in their attractiveness to others, making them 
more approachable, more connected to their employees, and more enjoyable as executives/managers. Our applications 
are specific, not general, with outcomes evidenced by reducing costs or adding income to most enterprises dependent 
on the performance of their employees. Learn more at: www.liautaudinstitute.com/.

http://www.liautaudinstitute.com/
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and oxytocin — whose production are triggered when these 
needs are achieved. This discovery provides the biogenic 
support for the continued development of training platforms 
that enhance our ability to achieve these needs.”
 
In addition to the institute’s PDT to retrain the brain to 
develop a more robust growth (hopeful) mindset, Liautaud 
offers PDT’s and SEMCOs (Systemic Empowered 
Community) that have consistently resulted in an increase 
in participant’s bond/connection to each other, emotional 
intelligence, and engagement/ involvement at work. These 
programs are composed of six to eight participants meeting 
for six months to a year in CEO Forums, professional 
groups, universities, and within corporations. Each 
program has pre, mid-point, and post behavioral metrics, 
meeting audits and participant quality surveys to measure 
program impact and improvements. At the conclusion of 12 
month program, participants receive a certificate from the 
University of Illinois Chicago, Graduate School of Business. 

Consider using these five process-designed learning steps 
to retrain your brain and develop a growth mindset:

• Repeat often the content and the learning experience. 
To create new learning, incorporate repetition and 
reinforcement. For example, in the PDT program, the 
content is present in written, online, and video vignettes.

• Provide activities and evidence for the participants 
to feel they have mastered the learning. Mastery fuels 
positive emotions, which builds self-confidence and 
the desire to learn (grow) more. In the PDT program 
participants report on the best of their week and learn 
how to give and receive a compliment.

• Build and broaden content that taps into and sparks 
positive emotions. Build and broaden content that 
lets participants connect emotionally. Why? Positive 
emotions increase retention of new learning. Negative 
emotions elicit the fixed (fear) mindset and anxiety, 
which inhibits new learning.

• Excite the curiosity of learners. Too much content 
overloads the brain. Remember, our brain is like a 
computer. When a computer has too many tabs open, 
it shuts down – and so will your brain. Keep learners 
curious by building an emotionally connected group and 
activities to experience the learning. The goal is not find 
THE answer. The goal is to develop the growth mindset.

• Mix it up to engage different learning styles. The 
saying “different strokes for different folks” applies 
to brain based learning. Retraining the brain requires 
a myriad of learning approaches, and participants will 
disengage when a one style approach is employed. 
Consider personality assessments to understand learning 
styles. Minimally, create curriculum that engages the 
senses, provides social support and a safe practice field, 
and time to appreciate and reflect such as journaling. 

For more information about the 
Liautaud Institute contact Cynthia 
Kivland, Chief Learning Officer, 
at 312.442.0900 or Cynthia@ 
liautaudinstitute.com.

This article is adapted, with 
permission, from one of Cynthia’s 
blogs at www.liblog.net.

AUGUST 10-12 2016
Universidad del Pacifico, Lima Perú

TOPICAL CONFERENCE: 
Exploring Leadership in Latin America

CALL FOR PROPOSALS:
Opens March 1 2016
Deadline April 1 2016

www.ila-net.org
conferences@ila-net.org

mailto:Cynthia%40%20liautaudinstitute.com?subject=
mailto:Cynthia%40%20liautaudinstitute.com?subject=
http://www.liblog.net
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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! “Print, Post, & Pass It On,” is 
the place where members can share leadership events, opportunities, and 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.

Feb. 20
Women’s Leadership Journeys Revealed:
Attributes, Styles, and Impact, 24th 
Annual Kravis-de Roulet Leadership 
Conference, Claremont McKenna 
College, Claremont, CA, U.S.A.

Mar. 28-30
Leadership Excellence and Gender
Symposium, Purdue University, West
Lafayette, Indiana, U.S.A.

Apr. 1-2
Leadership as Social Responsibility,
McDonough Leadership Conference,
Marietta College, Marietta, Ohio, U.S.A.

Apr. 13-15
Program Management Seminar for 
Managers of Educational Programs, 
Bled, Slovenia

Apr. 7-9
Tobias Leadership Conference: A 
MultiSectored Forum on the Theory and 
Practice of Leadership, Indianapolis, 
IN, U.S.A.

Apr. 29-30
Leadership Conference: Increasing
Diversity, Institute of Leadership and 
Ethics, Evangelische Theologische 
Faculteit in Leuven, Belgium

June 12-23
International Management Teachers 
Academy, Bled Sovenia

Jun. 21-22
Becoming a Leader - A Matter of
Education? Conference at University of
Nordland, Bodø, Norway

July 7-9
EGOS, Naples, Italy

Jul. 10-17
8th Annual Peru Leadership Adventure
Huber Inca Trail and Machu Picchu via
Lima, Cuzco, and various historical and
cultural sites

Jul. 18-21
Intentional and Evidence-Based 
Practice in Leadership Education: 
Celebrating 20 Years of the Social 
Change Model of Leadership
Development, National Leadership
Symposium 2016, NCLP University of
Tampa, FL, U.S.A.

Sep. 6-8
Thriving in Turbulent Times, 2016
British Academy of Management annual
conference, Newcastle University, U.K.
SUBMISSIONS DEADLINE: FEB. 29

Publication Opportunities

Feb. 28
Call for Chapter Proposals: The 
Enduring Thoughts of the Thinkers 
of Organizational Change, Palgrave 
Macmillan Change Thinkers Handbook. 
See the complete call to view the list 
of thinkers that still need contributing 
authors.

Feb. 29
Call for Chapter Proposals: The 
Encyclopedia of Instructional Systems 
and Technology

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

Other Opportunities

The Queen’s Young Leaders program is 
seeking people from around the world to 
serve as mentors to the next generation 
of leaders. The program is managed by 
the Institute of Continuing Education at 
the University of Cambridge. If you’re 
interested in becoming a mentor or 
finding out more about the programme, 
please visit http://qyl.ice.cam.ac.uk/be-
a-mentor/.

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

Feb. 22, 12 pm (EST)
Join ILA member Ira Chaleff, author of 
Intelligent Disobedience for a free one-
hour webinar.

Reminder! Dates and other items 
underlined in blue are hotlinks. 

mailto:dderuyver%40ila-net.org?subject=
http://kravisleadershipinstitute.org/leadership/kravis-de-roulet-conference/
http://www.krannert.purdue.edu/events/leadership-excellence-and-gender/call-for-abstracts.php
https://webapps.marietta.edu/~lead/
http://www.ila-net.org/calendar/pmseminar.pdf
http://www.tobiascenter.iu.edu/conferences/multisector.html
http://gbfe.org/wp-content/uploads/2015/10/Call-for-papers-CLC16.pdf
http://www.ceeman.org/imta
https://www.deltager.no/becomingaleader
http://www.egosnet.org
http://www.theiahe.com/wp-content/uploads/2012/01/Machu-Picchu-Leadership-Expedition.-2016.pdf
https://nclp.umd.edu/
https://www.bam.ac.uk/civicrm/event/info?id=3013
http://www.ila-net.org/calendar/changethinkershandbook.pdf
http://www.ila-net.org/calendar/igichaptercall.pdf
http://journals.cambridge.org/images/fileUpload/documents/BEQ_Call_for_Papers_-_2016.pdf
http://qyl.ice.cam.ac.uk/be-a-mentor/
http://qyl.ice.cam.ac.uk/be-a-mentor/
http://www.ila-net.org/calendar/JamesSledge.pdf
http://www.ila-net.org/calendar/JamesSledge.pdf
http://weavinginfluence.com/events/intelligent-disobedience-with-ira-chaleff-becky-robinson/
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 Upcoming ILA Events & 

Important Dates

Save the Date! 

ILA’s 19th annual global conference,
Brussles, Belgium

Rates: 

1/4 page: $300 (non-members); $240 
(members)

1/2 page: $600 (non-members); $480 
(members)

full page: $1,200 (non-members); $960 
(members)

Newsletter Ad Rates

CFP Deadline: Exploring Leadership 
in Latin America

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

Apr. 1

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

Acceptance status notifications
emailed for ILA’s 18th annual global
conference, The Dynamics of Inclusive
Leadership.

Learn more

May 10

Oct. 12-15 2017

Exploring Leadership in Latin America

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

Aug. 10-12

Save the Date!

ILA’s 20th Annual Global Conference, 
West Palm Beach, FL, U.S.A. 

Oct. 24-27, 2018

Leadership Perspectives Webinar: 
Social Learning for Leadership 
Development: A Peer-Coaching 
Approach

12:00 - 1:00 PM EDT

Learn more | Register Today

Feb. 17
CFP Opens: Exploring Leadership in
Latin America

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

Mar. 1
Call for Chapter Proposals Deadline:
Gender, Communication, and the 
Leadership Gap. Submit to volume 6 of 
ILA’s Women & Leadership: Research, 
Theory, and Practice book series 

Learn more

Mar. 15

ILA’s 18th Annual Global Conference, 
The Dynamics of Inclusive Leadership
Atlanta, Georgia, U.S.A.

Nov. 2-5

mailto:dderuyver%40ila-net.org?subject=
http://www.ila-net.org/conferences
http://www.ila-net.org/webinars/Archive/Gosling2016.html
http://www.ila-net.org/webinars/coaching-ourselves/index.html
http://www.ila-net.org/Publications/WL/files/Chapter-call-vol6.pdf

