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Sally Helgesen to Keynote
Women & Leadership Conference
Sally Helgesen, best-selling author of The Female Advantage:
Women’s Ways of Leadership and one of the world’s top
30 leadership gurus (as ranked by Leadership Excellence
magazine) will keynote Advancing Women in Leadership:
Cultivating Our Whole Selves, ILA’s 3rd biennial women and
leadership conference, taking place June 2017. As a speaker
and leadership development consultant, she has helped women
around the world gain a more powerful understanding of how
to maximize their leadership potential in organizations. Her
clients include notable organizations such as Chevron, Google,
IBM, The World Bank, ING Amsterdam, and Leadership
California, among others. Her book, The Web of Inclusion: A New Architecture for
Building Great Organizations was one of the first to bring the language of inclusion
into organization and was cited in the Wall Street Journal as one of the best books on
leadership of all times. Her most recent book, The Female Vision: Women’s Real Power
at Work, explores how women’s strategic insights can elevate their careers and their
organizations. She is a monthly columnist for strategy+business magazine.

3rd Biennial Women & Leadership Conference
Call for Proposals Opens June 20th
Save the Date! The call for proposals for the 2017 Women & Leadership conference,
Advancing Women in Leadership: Cultivating Our Whole Selves, sponsored by ILA’s
Women and Leadership Affiinity Group (WLAG), will open June 20th. The complete
details of the CFP will be available online at www.ila-net.org/WLC on June 20th.
New Location! After holding the 2013 and 2015 conferences near the Pacific Ocean,
2017 features a new location in the Hudson Valley near the Atlantic — The Omega
Institute in Rhinebeck, New York. Like our previous venue, the Asilomar Conference
Grounds, The Omega Institute was chosen for its synergy with WLAG’s core values.
The institute houses the Omega Women’s Leadership Center whose vision includes
women’s leadership “advancing a future where…. Our global society fosters nurturing
and mutual relationships, healthy families and communities, and a peaceful, just, and
sustainable world — for everybody.” The conference will take place 11-14 June 2017.
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Staff Corner

Intersections Road Test —
Taking Members New Places
On May 18th a group of 247 ILA members converged on
ILA Intersections, the new cloud-based community platform
and member portal for the ILA, to begin beta testing the site
prior to its official launch and release to all members later
this month. Intersections, as our beta testers are already
discovering, will allow members to expand their global
network, connect and contribute to the ongoing leadership
conversation, and access ILA members only benefits.

Overall the consensus among our beta testers is that
Intersections is a fantastic new addition to ILA that makes it
easier than ever to discover and connect with other members
around the world, share information, and ask questions and
receive answers from other leadership professionals. Even
the beta testers who encountered challenges stuck with it and
recognized the value of this new tool.
In their own words:

Our Beta testers have been working to complete three main
tasks designed to test the usability of Intersections’ core
benefits.

“The ease of profile set up in the new cloud based ILA
community platform was straightforward and very easy to
complete.”

Task 1: Create a member profile by uploading a picture
and updating their personal bio, contact preferences, and
leadership interests.

“I really like the resource tool — easy to use and valuable
piece to learning.”

Task 2: Using the member directory, connect with two
or three other members, including one from outside of
their country of origin, and introduce themselves by
posting a message to the beta test community.

“Love how you can search for contacts by country! Cool
stuff!”

Task 3: Search for and share resources through one of
Intersections’ resource libraries, and access member
benefits

“Great technology for round-the-world communications!”

“Overall, I found the site to be easy and intuitive.”

“The sheer volume of resources is amazing! The weekly
digest arrived as I completed assignment 3 - I appreciate
the option to receive one message/week rather than daily
messages from the site. And though I do not consider myself
computer savvy, the assignments were not difficult and the
more time I spent on the site the more intuitive it seemed.”

After working on each task, beta volunteers were asked to
complete a short survey to share their individual experience
with the task (including the device and browser they used),
ease of completion, and any additional observations.
Responses have provided useful feedback to the launch team
and resulted in the correction of a few glitches as well as
several tweaks to Intersections’ functionality. For example,
the site’s main navigation bar was changed in response to
comments requesting that certain options be more easily
accessible. We also discovered that members logging in to
Intersections from countries that practice state censorship or
from organizations that block social media access, may have
trouble utilizing the full functionality of the site, as one beta
tester experienced when attempting to complete the tasks
from China.

International Leadership Association

We’d like to take this opportunity to thank our beta testers
and recognize that the launch of Intersections would be
nowhere near as successful without your help. Your time and
commitment are appreciated!

Please stay tuned for an email later this
month announcing the launch of ILA
Intersections for all members!
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Organizational News

ILA’s Value Proposition
for Members
As reported in a previous issue of the Member Connector,
our 2015 survey — which had an impressive 41% response
rate — collected information and perspectives around
three key areas: the ILA member experience, our collective
global reach, and demographic and personal characteristics
of respondents. Throughout 2016, we’ll be sharing survey
results with you and how we are using the data to deliver
programs and services that align with member needs. This
article will focus on the member experience. What makes
ILA attractive to members? What opportunities are there for
the association to better serve members?

How Satisfied Are You With Your ILA Membership?

Overall, members find a lot of value in their ILA
membership (see charts on right), but the ILA has a big
mission and vision and as we continue to grow globally, we
will continue to work hard — with your help — to reach our
aspirational goals.
In looking at the survey comments, several themes emerged
regarding opportunities ILA has to better serve members.
1. Members desire an easy way to connect to one another
virtually outside of ILA events.
“I would like to see us more
connected, more follow-up after
conferences, more connected
nationally and internationally.”
“I find it hard to connect with
other ILA members since I don’t
attend the events.”
Great News! ILA Intersections, our new
cloud-based community platform and
member portal will be launching later
this month. The community platform,
with its easy to use member directory and
community messaging has been wellreceived by our ILA member beta testers.
See the article on page two of this issue
for details about this new initiative.

International Leadership Association
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2. Members would like more conferences outside
of Europe and North America and they would like
webinars to be scheduled at multiple times, giving people
around the globe the opportunity to participate in realtime (versus only being able to access the on-demand
recording).

3. Members would like the website to be redesigned
with a fresh navigation and a mobile friendly responsive
interface.
“Sometimes I find the webpage hard to
navigate.”

“I would like to see more ILA activities
in SouthEast Asia. This would help me to
participate more in the Association.”

Already in the Works! While we have made significant
improvements to our public facing website over the past
year (including updating the template and navigation links),
we have not undertaken a comprehensive redesign of our
public facing pages since 2008. It’s time! We are currently
preparing an RFP for a mobile friendly, responsive website
redesign. If all goes according to plan, we’ll be rolling
out the new site sometime in 2017. Of course, our private,
member facing pages are already getting a complete makeover with the launch of ILA Intersections later this month.
See page two of this issue for more information about
this new platform for interacting with other members and
accessing your ILA member benefits.

“Webinars are always poorly timed for my
side of the world.”
Steps We Are Taking — With the appointment of our
president to a full-time position in the association last
September, we have been exploring numerous partnership
opportunities for events around the world. Although it
typically takes two years to develop an event, we are already
seeing the fruit from these conversations with a new event in
2017, that will be announced shortly! Stay tuned! If you are
interested in partnering on a conference, please download
our proposal document and submit your idea to our team.
Our upcoming topical conference in Lima, Perú this August
is a member-driven initiative.

Outside of these emergent themes, we also noted that newer
members of the association expressed a desire to receive
more and different kinds of communication in their first few
months of membership in order to help them take advantage
of all of ILA’s member benefits.

Anita Marsh, ILA’s membership manager, leads ILA’s
webinar series. She is considering which webinars we might
offer this year that are more conveniently timed for ILA
members based in the Eastern Hemisphere. If you have an
idea for a webinar and are able to present (as a volunteer)
more than once, at various times, please submit a proposal
for us to consider.

International Leadership Association

Steps We Are Taking — Our membership manager is putting
plans into place to communicate more frequently with
new members to help them easily and quickly utilize their
benefits.
“We are a learning organization,” ILA COO, Shelly Wilsey,
shared when asked about the survey results. “Many of our
best improvements over the years have been based on ideas
communicated to us by members. I expected nothing less
from this survey! Thank you again for taking the time to
share your dreams for the association with us.”
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Conference News

“Psychological Capital for Leader Development” — Winner of the Best
Leadership Development Submission Award for ILA Atlanta
When this team of graduate students and professors
submitted their proposal for ILA’s 18th annual conference,
The Dynamics of Inclusive Leadership, they had no idea
they would walk away with two complimentary conference
registrations to help them attend Atlanta and the title “Best
Leadership Development Submission.”
Thiraput (Poom) Pitichat

Sponsored by Oskin Leadership Institute at Widener
University, this award recognizes the submission with the
highest overall reviwer score in the conference’s leadership
development track. Arthur Schwartz, Founding Director of
the Oskin Leadership Institute, shared, “Through this award,
we’re honored to support the ILA and the work being done
by its members in the area of leadership development. The
Oskin Leadership Institute is dedicated to increasing our
understanding of leadership, particularly in the areas of
ethical leadership, courage, and leadership development. The
research paper that won the award explores another potential
angle from which leadership professionals can approach
their work.”

Amber Kea-Edwards

Becky Reichard

Steven M. Norman

Management, Colorado State University-Pueblo), one of the
co-authors on the original PsyCap paper.
“Research on PsyCap has shown to relate to various areas of
one’s life course, specifically to this research – one’s PsyCap
relates to his or her leader development. There are many
factors that might contribute to leader development success,
and we believe that one’s PsyCap relative to LD is one of
these important factors. In this initial study we are seeking to
determine if LD PsyCap can be reliably and validly measures
and if it relates to important leader development outcomes
beyond other traditional predictors,” the team shared.

The paper builds on Becky Reichard’s (Associate Professor
of Leadership, Claremont Graduate University) prior work
on positive psychological capital (PsyCap) in the workplace.
According to the team, “Becky and her co-authors reviewed
and aggregated all the prior empirical research on PsyCap
and observed its strong relationship with important work
outcomes. However, knowing that PsyCap is contextspecific, coupled with her passion for leader development
(LD), she proposed to a few of her top PhD student advisees
at Claremont Graduate University (Pitichat, Kea-Edwards,
and Middleton) the idea of developing a new construct
and measure for LD PsyCap composed of hope, efficacy,
resiliency, and optimism toward LD.” In addition to working
with Becky, the three students also had the opportunity to
work with professor Steve Norman (Associate Professor of

Plan to attend this winning team’s session in Atlanta to
learn their detailed research results which suggest “that
organizations should focus on promoting leaders’ valuable
resources or capital – Leader development psychological
capital (LD PsyCap), which consists of leader development
hope, optimism, resilience, and self-efficacy.”

The mission of the Oskin Leadership Institute is to perpetuate the university’s
long and noble tradition of inspiring our students to be strategic leaders and
responsible citizens who possess the character, courage, and competencies to
affect positive change throughout the world.
www.widener.edu/about/widener_values/leadership/oskin_leadership/

International Leadership Association
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Podcast Playlist

On Leading is available from the Restorative
Leadership Institute website or via iTunes.
Click on each name below for more information or
click on each icon to download the podcast.

On Leading
by Chelsea LeVander, Communications Assistant, ILA &
Chrys Egan, Associate Professor, Salisbury University

Seana Lowe Steffen strongly believes in the power of
interactive media when it comes to evolving leadership
understanding and practice for the greater good. “At
the Restorative Leadership Institute, we believe that the
state of the world is a reflection of the quality of our
leadership. Clearly, 21st Century indicators are calling
for a leadership rEvolution at this planet-critical time.
Restorative Leadership is offered as a guiding framework
for navigating the sustainability imperative, and On Leading
is intended to empower individuals to self-authorize as the
solution. By providing global access through interactive
media, our educational podcast can serve as a foundation
for the expansion of restorative leadership in theory and
practice, and ultimately can support us collectively to fulfill
humanity’s potential to thrive in balance with all life.”

Yola Carlough
A Purpose For Business
Beyond Profit

Sylvia Earle
Protecting the Real
World Bank

Katharine Hayhoe
Bridging The Climate
Change Divide

Steffen is a member of the ILA and the founder and
executive director of the Restorative Leadership Institute
(RLI). As a Certified B (‘benefit’) Corp, RLI has received
a global Best of the Best for Community Impact award
for its work, which includes research and development of
restorative leadership that recognizes the interconnectedness
of all life and acts for the highest benefit to all. RLI
supports purpose-driven organizations and planet-minded
leadership with envisioning and implementing extraordinary
possibilities. Through strategic consulting and participatory
education, they build global capacity to translate vision to
sustainable reality.

Polly Higgins
Ensuring A Thriving Future Through
International Ecocide Law

Jensine Larsen
Leveraging Digital Media to
Scale Across Shared Values

On Leading, the podcast Steffen produces explores this idea
of restorative leadership through interviews with high impact
global citizens. The podcast is one of three digital elements
Read, Listen, and Watch, which RLI hosts on their site. Read
includes both online articles and relevant publications, Listen
is the source of podcast interviews, and Watch offers videos

Atossa Soltani
Giving Life Force To Local
Wisdom for Global Impact

Podcast Playlist

We hope you enjoy this new series of articles on that twenty-tens digital dynamo — the podcast. Each article will
feature a podcast program or individual episodes from different programs pertaining to leadership. In this first article in
the series, we are pleased to feature the work of ILA member Seana Lowe Steffen. TELL US ABOUT YOUR FAVORITE
LEADERSHIP PODCAST AND NOMINATE OUR NEXT FEATURE: www.surveymonkey.com/r/33998SF.

International Leadership Association
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Meet Seana Lowe Steffen

Seana Lowe Steffen, PhD, brings 25 years of experience in training and
consulting throughout the United States and the world in settings from
Mexico to West Africa. Seana’s awards include ETown National Public Radio’s
“E-chievement Award” and Mortar Board “Outstanding Professor.” Currently,
Seana chairs the World Pulse Global Advisory Network, serves on the B
Corp Leadership Council, and teaches at the Omega Institute’s Women’s
Leadership Center. Former faculty at the University of Colorado and Fellow
at the University of Chicago Graduate School of Business, Seana is a U.N.
certified climate change trainer, social ecologist and published scholar with
the distinction of having served on a quick-response national research team
following September 11th.

of talks and workshops. Though there are multiple modes of information, they share a common goal of working to answer the big
question of the 21st Century: How do we bring out the best of our diverse humanity to ensure a sustainable future?
Curious about the multi-modal strategy, we asked Steffen about user trends and how the public prefers to access the information.
“Since we launched the podcast in November 2015, Listen has become the most popular format on our website,” she informed us.
“There is something very powerful about the opportunity to glean insights from high impact global citizens whose stories teach us
about restorative leadership in action in the context of real change. When we get to hear their leadership voices directly, the potent
messages they share resonate on a deeper level.”
User feedback has made it clear that Listen is truly making an impact. One listener, Anita, is quoted as saying, “When we hear the
strong voices of inspirational, courageous leaders, we are encouraged and strengthened.... It has always been so. Thank you for
your initiative to help these voices of our time to be heard more widely.” Another listener, Rupali, said, “Love [this] podcast! The
interview with Polly made me want to act, which is surely one of the outcomes you’re hoping for.”
In response to the feedback, Seana explains, “It becomes more evident with each podcast we release that our audience is inspired
and engaged through On Leading. We are thrilled to hear that listeners feel awakened to new possibilities and motivated to act.”
RLI offers the podcasts free of charge so that they can be used widely for education and training purposes.
* All background information for this article has been taken, with permission, from the RLI website.

International Leadership Association
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Featured Author Interview

Leadership-as-Practice:
Theory and Application
by Joseph A. Raelin, Ed. (Routledge, 2016)

Howard Youngs: Joe, thank you for making yourself
available to talk about leadership-as-practice and your new
edited book. But first, a little bit about yourself. What have
been some significant points on your journey leading up
to the publication of Leadership-as-Practice: Theory and
Application?

leaderful organizations
in which everyone could
be involved in leadership
not just sequentially
but concurrently and
collectively; in other
words, at the same time
and all together.

Joseph Raelin: Thank you, Howard. It’s a pleasure to talk
with you today. In answer to your question, I’ve had quite an
eclectic career rotating through a number of fields of interest,
largely because I would become bored if I stayed in any one
field. [chuckles] There is probably a discernible streak of
humanism that permeates my work, not humanism in the
sense of the supremacy of the human being in controlling
nature and so on, but in the sense of the preservation of the
integrity and the dignity of each individual regardless of
background, social status, or point of view.

When it comes to leadership-as-practice, I am challenging
some traditional views of leadership that have relied
on the grandeur of particular traits and behaviors of
gifted individuals who are accorded power over those
called “followers,” who are told to take their place in
line. Historically, that has been the starting point for any
discussion of leadership. However, I am proposing that we
view leadership as collective action emerging from mutual
discursive, sometimes recurrent, and sometimes evolving
patterns in the moment and over time among those engaged
in the practice.

I also subscribe to the humanistic premise that anyone
affected by a decision should be involved in that decision.
Some readers may recall my earlier book, The Clash of
Cultures: Managers Managing Professionals, where I tried
to re-establish a mutual, respectful relationship between
professionals and those who are assigned to manage them. I
also spent some time on collective learning, which requires
viewing knowledge as fluid and impermanent rather
than fixed. Rather than seeing learning as hierarchically
provided by those who know to those who don’t, I saw
learning as arising from a contestation among engaged
actors. In the leadership domain, I called for creating

HOWARD: Thank you, Joe. There are several significant
points in there. At the end of your response, you came to a
point of making sense of what leadership is and what it is not
for you. How has that been shaped across your life?
JOE: I seek to release leadership from its role-driven,
romantically-based influence relationship. We do not have
to be dependent on particular individuals to mobilize action
and make decisions for others. We can have leadership

Meet Joseph Raelin

Joseph Raelin is Asa Knowles Chair of Practice-Oriented Education and
Professor of Management and Organizational Development at Northeastern University.
His work is currently focused in two areas: work-based learning and the development of
a new paradigm for leadership he calls “leaderful practice.” In addition to his work as an
organizational consultant, Raelin serves on several boards and as an editor of several
journals and book series. The recipient of several prestigious research awards, he is the
author of numerous papers, books, and conference presentations. He can be reached at
j.raelin@neu.edu.
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without pre-establishing the occupants of the leadership
There is also the relational leadership approach which is
roles. I see leadership as a process of co-creation. The
probably our closest cousin, the difference being that we
effort is intrinsically collective. The parties to the practice
incorporate materiality as a significant part in the process
engage in semiotic, often dialogical, exchange. When the
of production not simply because practices always imply
participants are genuinely committed to
the use of tools and objects, but because
one another, they display an interest in
the latter truly make a difference in the
[W]e incorporate
listening to one another, in reflecting upon
course of action. In addition, the relational
new perspectives, and in entertaining the
approach tends to be largely what is called
materiality as a
prospect of changing direction based on
entitative, whereas the L-A-P model is
significant part in the
what they learn. When you don’t require
predominantly process-oriented. Entities
process
of
production
pre-specified outcomes, practice can
are stable, controllable things that stand
not simply because
actually precede agency and focus on
alone or are in subject-to-subject or subjecta process inclusive of the participants’
to-object relationships. In our process
practices always
own communal shared and exploratory
approach, humans and their socio-material
imply the use of
discourses. I like to say that to find
elements co-constitute as an unfolding set
tools and objects,
leadership, we must look to the practice
of fluid emergent practices.
but because the
within which it is occurring.
HOWARD: So for the leadership
latter truly make a
HOWARD: The leadership-as-practice,
developers, leadership educators, and
difference in the
L-A-P, movement appears to be very timely
leadership researchers who are members of
course
of
action.
for the leadership field. Why do you think
ILA, why should the L-A-P movement be
this is? Why this book right now?
of particular interest to each of them?
JOE: I think the book is indeed timely because we are at a
moment in leadership research when both researchers and
practitioners are thirsty for new models of leadership that
are more practical, far-reaching, and reflective to help us
— in an increasingly collaborative world — move beyond
the standard individualistic approach that retains a classic
directive mentality.

JOE: I think our movement is incredibly important to ILA
practitioners and researchers alike. Perhaps most critically,
I fear that our over-reliance on an individual heroic model
of leadership will only continue to dampen the energy and
creativity of people in our organizations and communities.
I’m not sure we know, furthermore, whether leadership
has a distinct impact compared to structuring or reward
systems. And, if it were to have an impact, what would be
the ultimate effect on those who would be called followers?
Are they to remain in a followership state? If so, for how
long? If they continue as followers, what does it say about
their own prospective agency, or are they in a permanent
state of dependency or helplessness? If we are uncertain
or dissatisfied with leadership, the L-A-P model allows the
parties committed to a practice to enter an authentic dialogue
to reproduce or transform the very practice in which they are
engaged. And, in so doing, they are creating leadership.

Fortunately, there are many other allied traditions that have
joined us, even preceded us, in this critical movement. For
example, there are the shared and distributed models that
speak to leadership as a mutual and plural activity although,
compared to L-A-P, these approaches tend to keep the
standard leader-follower roles intact while attempting to
distribute power more fairly. Of course, in this case, Howard,
I am mindful of your own work critiquing distributed
leadership, in which you question whether or not this
distribution is as fair as might be thought.

Meet Howard Youngs

Howard Youngs is a Senior Lecturer in educational leadership at Auckland University of
Technology (AUT) in New Zealand. His research focuses on shared and distributed forms of
leadership and how these constructs can assist our understanding of practice labeled as
leadership. For further reading please refer to his referenced work in this article. Howard can be
contacted at howard.youngs@aut.ac.nz and has presented on Understanding Shared Leadershipas-Practice Through the Application of Social Network Analysis Tools at the 2013 Oceania ILA
conference in Auckland and more recently at the 2015 ILA global conference in Barcelona. He is
able to email his ILA papers on request.

International Leadership Association
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HOWARD: Thanks, Joe. As you were saying that, it brought
back some memories from my own personal experience.
When I was a school leader, a deputy principal, a number
of us would attend conferences and I remember listening to
speakers and if that speaker or researcher or academic did
not understand the complexity of our day-to-day practice, we
lost interest and were turned off. That is something that has
continued to be important over the years and now as I engage
in research and in postgraduate teaching. The whole L-A-P
movement really resonates, particularly for those of us who
have come from a very strong practitioner background.

In the social interaction part, the authors are careful to
distinguish the nature of the interaction which occurs in
leadership practice as an activity which is more than just an
exchange between individuals. It is often an in-the-moment
intra-action — not inter, but intra-action — out of which a
dynamic unfolding may emerge in some form of leadership
agency. The focus here is on the conversational dynamics
that reorient the flow of practice. In the last part, we take
up three important applications of the L-A-P movement,
namely questions of diversity, methodology, and leadership
development.

When I started reading your book, I noted straightaway how
it was organized into four clear paths: background, embodied
nature, social interactions, and application. Can you provide
an overview of how these parts link together and yet also
provide some distinctiveness so the multiple perspectives
emerging within L-A-P are captured?

HOWARD: In each of the four sections of the book, the
authors refer to other chapters in their section and sometimes
to chapters in other parts of the book. As the editor of
the book, how did you manage it so that this eclectic
connectedness could emerge as someone reads through the
whole book?

JOE: Sure. Before I do that, I just want to make one
comment about your experience as a school administrator.
Certainly in the United States, and maybe it is the case in
Australasia as well, we have a problem with engagement —
I suppose I should say disengagement — in the workforce.
We need to know why it is that employees, the so-called
followers, seem to be turned off and why they become
especially turned off when they’re promised the opportunity
to participate in an organization in some kind of coleadership capacity. The promise is not always followed by
legitimate involvement. The L-A-P movement is strategically
designed to address this gap between this espoused theory of
engagement and actual practice.

JOE: Thanks for noticing this, Howard. At the outset
of the project we endeavored to practice what we were
preaching and vowed to collaborate as much as possible in
the production of the book. So at a number of conferences
at which we presented in the last year or so, the chapter
writers became intimately familiar with each other’s work.
Then, during the production of the chapters, the writers sent
each other their drafts, and in my editing, when I saw an
unexplored chance for a mutual inquiry, I didn’t hesitate to
put the authors in touch with one another.
HOWARD: I would read a chapter, think it was really well
argued, and then sometimes, after dwelling on it, a question
might arise. But then I’d find my question was answered in
another chapter. There seems to be something for everyone
who has an interest in leadership, whether their focus is
philosophical, sociological, developmental, applied, or
methodological.

HOWARD: Yes, I agree.
JOE: So with that foundation in mind, we carefully focused
on particular themes to give a well-rounded view of the
L-A-P movement. As you mentioned, there are four parts:
background, embodied nature, social interactions, and
application. In the background section, the focus is on the
comparative elements as well as some of the philosophical
and ideological traditions that underlie L-A-P. In the
embodied nature section, I suggest that it is not cognition
in its isolated form located within the mind of a prime
instigator — call him or her the leader — that mobilizes
leadership. Rather, leadership occurs from an interaction
with the environment through both individual and collective
sensorimotor processing. This section also covers questions
of identity, materiality, and interpretation.

International Leadership Association

And yet, in addition to this, I found in the book there are
some key strands that appear across the four parts. One is
ontological, where leadership is viewed as a consequence
of collective activity rather than the cause of the activity.
What are the implications of this for leader and leadership
developers, coaches and facilitators?
JOE: You raise the challenge that we faced in trying to
integrate and weave the strands and chapters together.
We tried to address this by agreeing on some informal
guidelines. First, we agreed that the overall tone of our
contributions would be as narratives which, though
conceptual in tone, would also make good use of examples
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and applications. We also sought to be consistent in our
L-A-P referencing and in our wording. In particular, we
made an effort to avoid referring to “leaders” since in
L-A-P we do not wish to romanticize particular individuals.
Rather, we wanted to highlight the opportunity for collective
complementary practices among a constellation of
individuals engaged in agentic activity.

agency that produces leadership. It doesn’t come out of the
mind of any one of those people and certainly not necessarily
from the one who has position power at that moment.
HOWARD: Thanks, Joe. I took notes while reading
“Methodologies to discover and challenge leadership-aspractice,” the chapter by Stephen Kempster, Ken Parry,
and Brad Jackson. No doubt those names will be quite well
known to ILA members. In their chapter, they made the
point that the emerging L-A-P movement has the opportunity
to theorize from the ground up. What do researchers of
leadership need to consider if they choose to engage with the
L-A-P movement in terms of epistemology and ontology?

As time went on and we began to engage with each other
online and face-to-face at conferences, we agreed on some
additional parameters. First, we agreed that we would
distinguish between practices and practice, especially
as guided by Barbara Simpson’s chapter, “Where’s the
agency in leadership-as-practice?” and as embellished in
Lucia Crevani’s and Nada Endrissat’s introductory chapter,
“Mapping the leadership-as-practice terrain: Comparative
elements.” We think of practices as referring to specific
sequences of activities that may repeatedly recur, whereas
practice refers to emergent entanglements that tend to extend
or transform meaning over time.

JOE: Many who use a critical realist perspective, as in
the case of the Kempster, Parry, and Jackson’s chapter on
methodology, would focus on ontology first. But other
chapter writers such as Kenneth Gergen and Lone Hersted
in “Developing leadership as dialogic practice,” like to
focus on meanings, interpretations, and text through social
constructionism. What’s most critical
Secondly, we were guided by Viviane
is that we focus on the practices in situ
[T]here is a lack of
Sergi’s chapter, “Who’s leading the
as they are occurring as well as on the
way? Investigating the contributions of
collective beliefs and co-constructions that
observational studies
materiality to leadership-as-practice” and
to guide subsequent individual and
in the leadership field. arise
Brigid J. Carroll’s “Leadership as identity:
collective action. Such a process-oriented
A practice-based exploration,” where we
approach requires slowing down the
committed to considering the full range of
action sufficiently to study the discernible
activities and accessories of those activities in L-A-P. This
practices and interactions. The challenge for us in the L-A-P
meant that we would examine the socio-material artifacts,
field is that practices are often tacit, making them hard to
the symbols, the technology, the physical arrangements,
capture through interviews, for example. There is also the
the language, the emotions, and the rituals each brought to
materiality element and lastly practice is recursive so there
bear to establish identity and understand the meaning of the
needs to be a long-term component to see its unfolding and
practices or practice in question.
emergent nature.
HOWARD: What you’re saying here really cuts across
the shortcomings of the leader-follower ontology and the
leadership industry’s reliance on solo heroic leaders to bring
transformation to their organizations and the individualism
that can be apparent in competency frameworks and
appraisals of staff.

I can give you an example of how leadership research
might change in a L-A-P world. Research questions would
necessarily broaden beyond such classic shibboleths as
leadership requiring an influence relationship. L-A-P is
interested in other constructs such as mutual adjustment,
shared sense-making, dialogue, and collaborative learning.
So the emergent research orientation would resist closure
on the familiar categories of leadership that are often
individualistic and controlling in their account. Moreover,
when surveyed or interviewed, respondents are often
initially referred to as leaders, which predisposes them to
cultural norms and scripts regarding the behavior of “being
in charge.” Their resulting commentary often incorporates
a manner of discourse attending to this honorific role. The
same could be said in reverse of those considered followers,
a role associated with dependence and compliance.

JOE: That’s right. As I said earlier, in some respects
practice occurs first, before any agency. Out of that practice,
leadership may or may not emerge, where leadership is
referring perhaps to a change in trajectory that leads to a
redirection of attention or even a reconfiguration of the
relations among the parties in the practice. In many cases,
this effect is not intentional at the outset. People may be just
getting together to work on something. But, at any point, a
redirection may occur and that very occurrence is a case for
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HOWARD: Yes, and I picked up, in relationship to the
in situ, Brigid Carroll’s comment that there is a lack of
observational studies in the leadership field. I also picked
up that rather than doing the quick in-and-out sort of studies
based on interviews and focus groups, leadership researchers
need to prolong their presence in organizational contexts, not
only to observe but also to get a feel for the ebbs and flows
of practice over a period of time to try and capture some of
those moments as they occur.

On the other hand, though characterized by flexible peer
decision-making processes, our so-called era of postbureaucracy and so-called post-heroic leadership also comes
with greater use of such control methods as electronic
surveillance and monitoring. Under these conditions, there
is a chance of a resumption of the iron cage of standard
bureaucracy characterized by vertical accountability. We
must also recognize that participatory spaces are imbued
with power relations that in some cases cause suppression
of voices and self-muting among those disenfranchised from
the dominant discourse. Through its double-loop tradition,
L-A-P challenges the very assumption of the necessity of
the dominant leader. Further, not requiring pre-specified
outcomes, practice can be inclusive of participants’ collective
activities.

JOE: I think that we tend to almost require an emic
perspective rather than an etic one. So L-A-P researchers,
in some respects, take the insider’s point of view. Some sort
of intimate connection is established between the researcher
and the participants in the practice, and sometimes the
researcher becomes totally involved and engaged in the
practice. From there, there are multiple ways to proceed
methodologically. Maybe it’s just a matter, as in the case
of ethnomethodology, of reporting out the practices. Or
maybe after the fact, it would be a case of reporting out the
interpretations that the researcher suggests might be going
on in that episode, which could be balanced against how the
participant sees it, and lead to a dialogue not only among
them but among other stakeholders and interested parties.
It’s a very different perspective than an etic model where you
take models from the outside and, in some respects, impose
them on what’s going on within the action.

HOWARD: Joe, thank you for that response. In relation
to the point about checking our assumptions when we’re
looking at philosophical aspects, we also need to check our
assumptions around the transferability of knowledge into
other cultures, and particularly into indigenous cultures.
So that creates yet another whole frame that the L-A-P
movement could benefit from, but could also provide some
benefit to.
JOE: Yes, it brings a number of issues to bear here. First,
for those readers that are unfamiliar with the double-loop
reference, it refers to the work of Chris Argyris and Donald
A. Schön, e.g., their1978 book, Organizational Learning:
A Theory of Action Perspective. In a single-loop inquiry,
there’s only a questioning of the procedures that are being
used, as in the case of a thermostat that requires increasing
the temperature because it’s cold inside. In the case of a
double-loop inquiry, there’s a question of what Argyris calls
the governing values of the system. And so, in some respects
he would say, and I would endorse, that with double-loop
learning there’s at least some assurance of participation for
those who are sometimes left out of the conversation. So,
this double-loop inquiry is an insurance against overlooking
the contributions of those from other cultures and how they
can shape our understanding of collective practices.

HOWARD: This point leads very nicely into my next
question, which is for the ILA members who have a
particular interest in the philosophy of leadership. I think
they will find the book very engaging due to the clarity
evident and the positioning of each chapter writer. Are there
any key philosophical aspects of L-A-P we haven’t discussed
that you would like ILA members to think about?
JOE: I am particularly intrigued by questions of political and
ethical philosophy, especially those raised by Philip Woods
in his chapter, “Democratic roots: Feeding the multiple
dimensions of leadership-as-practice.” The critical question
to me is whether or not L-A-P is more predisposed to
democratic practice compared to other models of leadership.
Woods believes that it is because – relying, as L-A-P does
on a sense of connectedness with others – L-A-P cannot be
based on a philosophy of dependence in which followers
without discretion follow the “right” leader who is assumed
to be the beacon of moral rectitude. Rather, L-A-P observes a
philosophy of what Woods calls “co-development,” in which
people discover and unfold from within themselves. It seeks
to engage people in critical dialogue in which they question
the language and the practices that bear the imprint of social
domination.
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In some of the especially indigenous traditions, we find
more collective activity than we do in some of the developed
world. I would point to, for example, the tradition of
Ubuntu in South Africa, which basically states that I am
who I am because of the contribution of others. In some of
these traditions, there is an opportunity for an engagement
into practices that could be extremely instructive to those
of us in, let’s call it, the Western world. And even in the
Western world there is significant divergence between those
cultures that are quite individualistic, such as the dominant
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culture in the U.S., versus those cultures, for example, in
the Scandinavian countries, which tend to be much more
accepting of a collectivistic orientation. We have a lot to
learn from each other, and the double-loop method of inquiry
can help us make inroads into that understanding.

group. Some managers, for example, might encourage the
dispersion of control through a commitment to a participantdirected praxis.

Leadership development is another area that will require a
lot more attention, even beyond what David Denyer and Kim
HOWARD: I agree. There’s so much that we can learn from
Turnbull James cover in their chapter, “Doing leadershipother cultures. As an example, in New Zealand, we have
as-practice development.” If we are interested in developing
this notion of relationship through shared experiences and
leadership along practice lines, the entire face of leadership
working together with a collective sense of being, it is called
development will need to change. Rather than locating
whanaungatanga.
it away from the office at pristine offsites, leadership
development will need to return to the very setting where the
With whanaungatanga, the collective identity comes first
practices are going on. Rather than learning best practices
rather than individual identity, and yet individuals are
and skills or competencies using case examples, participants
not lost within this due to the focus on
will need to learn how to address and solve
strengthening each other. It is within this
their own problems in their own settings,
[W]e agreed that we
collective that individuals find their place.
such as via action learning. Further, they
For me, that’s where I find resonance
will need to confront these problems
would distinguish
with the tikanga (culture) evident in
with those who are directly and mutually
between practices
whanaungatanga and the leadership-asengaged.
and
practice....
We
practice movement. I think the L-A-P
think of practices as
movement opens the doors for us to
Leadership development thus requires an
move beyond an overt leader-centric or
acute immersion into the practices that are
referring to specific
individualized way of thinking about
embedded within the lived experience of
sequences of
practice that can position some as being
the participants. The engagement would
activities that may
superior. This is where other cultures in our
likely need to occur within a group that
repeatedly recur,
world can help those of us who work in the
is attending to its own work but perhaps
leadership field see beyond our own default
using novel forms of conversation that
whereas practice
lens and see things afresh.
would be aimed as much at learning as at
refers to emergent
task accomplishment. By learning, I refer
entanglements
that
Leading on from this, if you could add to
to the participants focusing on themselves,
your book, what additional chapters would
on the dilemmas they may be facing, and
tend to extend or
you be looking for and how can others
the processes that they use. Any training
transform meaning
contribute to and critique leadership-asprovided would be delivered just-in-time
over time.
practice?
and in the right dose to be immediately
helpful to those involved.
JOE: From a structural point of view, it
would be valuable to identify the settings in which L-A-P
HOWARD: Building on that, what other contributions do
is more naturally mobilized, perhaps in more complex
you hope the L-A-P movement will make to the leadership
relational environments, such as in social networks or within
field in the next few years?
communities that require coordination across a range of
diverse social actors.
JOE: Although L-A-P is allied with a number of other
constructionist approaches to leadership, it is the one that
More generally, we need to know whether changes in
is most committed to changing the dominant view of the
bureaucracy, such as the adoption of more organic,
leadership relationship as constituting as an influence
horizontal, boundaryless, sociocratic, and holacratic
relationship between leader and follower. Those of us
configurations, might lead to more collective forms of
working within the movement hope to sway possible
practice. Though L-A-P tends to focus less on personality
adherents to the practice view, a perspective that sees
than other leadership models, we are more likely to find
leadership as a social, material, and jointly accomplished
practice leadership occurring among position leaders who
process involving a contestation among mutual inquirers
are more predisposed to collaborative agency and willing
sharing their intersubjective meanings.
to forego their own ego gratification for the benefit of the
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L-A-P should also contribute to the ongoing critique
of verticality in organizational and network structure.
Organizational relationships and the conversations that
ensue are as likely to be lateral, across a range of individuals
connected with each other, as they are to be vertical through
the transmission of instructions. As people contribute
to accomplish the work of the community, they exert a
leadership that is not only collective but concurrent. They
participate together and at the same time. Accordingly, it is
likely that leadership in the moment will have democratic
inclinations that may in turn benefit from an open
acknowledgment that useful outcomes can ensue from public
engagement.

That’s what I mean when I say that this kind of leadership
development is, in some respects, catching people in the
very midst of being themselves while working together,
but introducing language that can help them reflect more
productively in action.

I would also like to make a plug for the L-A-P movement’s
capacity to change how we view learning in organizations.
My hope is that in due course we will come to view practice
as a perfectly acceptable place to learn to lead. Learning is
vital to leadership when we view leadership as a process and
as a practice. Viewed in this way, leadership can become
self-correcting. As practitioners in leadership engage in
learning with each other, they commit to reflecting on their
own actions and consequently are better able to reconstruct
their activity on behalf of their mutual interests. In addition,
if the engagement is based on the equal contribution
and access of all the involved actors, it may propel our
democratic tendencies since it endorses public free
expression that is not reliant on any one single individual
to mobilize action and make decisions on behalf of others.
Rather people act out of their own craftsmanship when and
where needed. Their engagement is not based on any benefits
extrinsic to the work. It arises from the sheer enjoyment of
accomplishment.

JOE: Your questions were very much to the point and I
think all my colleagues on the book will be grateful that
you probed so deeply into the questions of practice. Again,
speaking on behalf of my co-authors, we appreciate the
opportunity to inform the ILA’s members about this new
movement and we hope that people will give it a chance
by taking a look at the book or some chapters in the book.
Hopefully they will find it a refreshing, new, vibrant way of
thinking about leadership that is very different from some
of the traditional models that have seemed to dominate the
leadership research landscape through the years. We hope
that the L-A-P model will free people up to expand their
way of thinking about leadership and make it more flexible
and amenable to change to allow it to serve our own mutual
interests.

HOWARD: Yes. I like that. The way that I sometimes say it,
is having leaders learn to be present in the present.
JOE: Yes, indeed.
HOWARD: So Joe, is there anything else we haven’t
covered that you would like to say to the ILA readers?

HOWARD: Thank you, Joe. It’s been a privilege hearing
you unpack not just the book but leadership-as-practice. The
book really helps make sense of, what for many will be, a
new frontier. It makes a huge contribution to the leadership
field and those who are in it.

HOWARD: Thank you, Joe. Quite often in leadership
development, we focus on people needing to reflect on
previous practice, which is important, but I believe the
challenge is to have a transformative learning shift so
people are better able to reflect mid-practice as it’s actually
occurring.
JOE: Very, very much so. While the after-action review
is important and valuable, the practice of reflection in the
midst of action can be so insightful and timely. In that way,
especially with good facilitators, we can work on some of
those expressions that get in the way of productive discourse.
In so doing we can truly engage those who are trying to work
through some of the difficult entanglements and complex
problems in which they find themselves.
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Field Report

Good Vibrations: Mastering the
Wayfinders’ Code for Leadership
An almost imperceptible sliver of color appears on the
distant horizon. The storm will be fierce.

For centuries cultures have navigated using the rising and
setting of stars and the patterns of waves on the oceans and
sands. This science, which synthesizes seemingly unrelated
bits of data in order to gain one’s bearings, is known as
wayfinding.

It tells him there’s no land within reach, no safe harbor to
sail to. The winds begin to shift.
He descends quickly into the hull of the vessel. Lays his
small body against its side.

Ancient Polynesian navigators sailed across around 25
million square miles of the Pacific, using the science of
wayfinding, successfully navigating their canoes without the
use of instruments or maps. All of this was at a time when
much of Europe still believed the world was flat! Master
wayfinders synthesized signs such as the starpaths and moon
at night, the ocean swells, cloud color and movement, and
the flight patterns of birds by day.

To the uninitiated, it looks like the old man has gone to rest.
In fact, he’s gathering empirical data. You see, the hull of the
canoe is considered the womb of the vessel. It’s here that he
feels the direction and sequence of each swell.
He climbs back up to the platform.
Having gathered all of his information, he now balances his
calculations with instinct.

Wayfinding provides the basis for a powerful approach
for taking a fresh perspective on leadership in a world of
volatility, uncertainty, complexity, and ambiguity (VUCA).
Wayfinding teaches us how we can increase our responseability, the ability to respond and avoid reactivity, especially
in the face of great challenges. For the wayfinder leader a
challenge is an invitation to achieve mastery. To illustrate
this point, we would like to share a story, a metaphor for
navigating the complexity of our times.

The old man warns his crew. The men immediately lower the
rig and lash the canoe tightly together. The last thing they do
is to tether their bodies to the canoe to keep from becoming
separated.
The storm erupts. It is as violent as the navigator predicted.
Waves are stories high.
Rain stings like shards of glass.
After what seems like an eternity, the storm passes.

A 30-foot canoe slices through the ocean like a sharp knife to
paper.

Miraculously, no one is lost.

A Micronesian navigator studies a particular star.

Battered and shaken, the mariners reset their canoe, raise
the fragile sail, and make the journey homeward.

The way it’s reflecting light forewarns him of a storm.

This is the ultimate initiation
into mastery. They return to
their island forever changed.

He turns his gaze to the horizon and waits for the first hint of
light to tell him what weather conditions will be three days
hence.

Meet Chellie Spiller

Chellie Spiller (Māori) is a senior lecturer and Associate Dean, Māori and Pacific at the
University of Auckland Business School. She is co-author of Wayfinding Leadership with
Hoturoa-Barclay Kerr and John Panoho. Her co-edited book with Donna Ladkin, Authentic
Leadership: Clashes, Convergences, and Coalescences, was named a 2013 top ten finalist
for the University of San Diego Outstanding Leadership Book Award. Chellie was a Fulbright
Senior Scholar at Harvard University. She has extensive corporate experience, holding senior
positions in tourism, finance, and marketing and brings this experience to her academic work
and leadership development programs. She can be reached at c.spiller@auckland.ac.nz.

International Leadership Association

15

www.ila-net.org

ILA MEMBER CONNECTOR • 2016 ISSUE 5
The navigator described in the story was a man named Pius
Mau Piailug. Until his death, Mau was considered one of the
greatest celestial navigators in the world. Elizabeth Lindsey,
a Native Hawaiian, was a student of Mau for 10 years while
completing a PhD in Anthropology with a specialization
in ethnonavigation. She recorded Satawalese chants and
practices that have never been seen or heard by the outside
world.

of reference. Whilst wayfinder leaders have a formidable
ability to synthesize and process information and maintain
remarkable mental maps, they also have keen intuitive
abilities and thus, the first of Mau’s code, love, is key to
being a wayfinder leader.
Aroha (Māori), aloha (Hawaiian), and aroa (Rarotongans) is
an expansive concept of love that resonates with expressions
such as peace, shalom, salaam, and namaste. Aroha is an
abiding, infinite love that involves care, respect, empathy,
reciprocity, and kindness. In New Zealand, as in Hawaii,
aroha/aloha has found its way into the heart of culture
— many people will begin and sign off messages with
an expression of aroha/aloha in a gesture of goodwill to
another.

Similarly, Chellie Spiller, a Māori, has undertaken
extensive study on wayfinding. While on a senior Fulbright
scholarship at Harvard University she began writing a book
on wayfinding and leadership. She eventually teamed up
with Māori traditional navigator Hotu Barclay-Kerr and
their mutual friend John Panoho. Their book, Wayfinding
Leadership: Groundbreaking Wisdom for Developing
Leaders, was released December 2015. Their five waypoints
framework is used in executive training and development
programs to help leaders and their teams make more
effective decisions, build better teams, master change and
develop dynamic response-ability.

Rose Pere, a Māori tohuna tipua and tohunga ruahine
(a sower of sacred knowledge and priestess of sacred
ceremonies) teaches that we all have the divine spark of
aroha within us: “Our connecting energy is aroha, which
means: aro=presence and ha=breath...of the Godhead,
unconditional love” (Pere, 1991, 1994).

Before Mau passed away he shared with Elizabeth what
he called ‘the code’ to wayfinding, “It’s all to do with love,
light, and frequency,” he said. It is this ‘code’ that we have
dedicated ourselves to researching, exploring, and living.
In addition to traveling the world, we have been studying
synergies between ancient cosmologies of the Dogons of
Mali, ancient Egyptians, Mayans, Tibetans, Hawaiians,
and Māori. These synergies reveal fascinating confluences,
especially around the notions of Te Kore, the void of
potentiality, and Te Ao Mārama, the world of light. In this
article, we will share insights into our work, structured
around the ‘code’ of love, light and frequency and reflect on
the insights it holds for leadership.

Leadership consultant and author Margaret Wheatley
(as cited in Sims, 1997, p. 113) believes that love is the
wellspring of personal and collective power: “What gives
power its charge, positive or negative, is the quality of
relationships. Those who relate through coercion, or from a
disregard for the other person, create negative energy. Those
who are open to others and who see others in their fullness
create positive energy. Love in organizations, then, is the
most potent source of power we have available.”
Love in leadership is not a new idea. Leadership scholars
Kouzes and Posner (2012, see p. 345) and Bolman and
Deal (2011, see p. 127) have highlighted the power of love
expressed through leadership. However, even though love
may be alive and present in our private lives, many leaders,
according to Bolman and Deal, feel wary about using the
word love in “any context more profound than their feelings
about food, films, or games” (p. 127).

Love - Aroha
Our modern world often prizes the mind over the heart but
science is now discovering what native cultures have long
believed: The heart’s intuitive intelligence is a primary point

Meet Elizabeth Kapu’uwailani Lindsey

Elizabeth Kapu’uwailani Lindsey (Hawaiian) is the first female National
Geographic fellow and the first Polynesian explorer at the National
Geographic Society. An award-winning filmmaker and anthropologist,
she is committed to ethnographic rescue, the conservation of
vanishing indigenous knowledge and tradition. A descendant of
Hawaiian chiefs, English seafarers, and Chinese merchants, Elizabeth
was raised by native Hawaiian elders who prophesied her role as a
steward of ancestral wisdom. Her expeditions now take her to some
of the most remote regions of the world. She can be reached at
elizabeth@elizabethlindsey.com.
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Whilst many of us don’t work in life-threatening situations
such as that described in the opening story, life in
organizations can feel like a pinball machine with its brutal
restructures, insidious politics, and corporate machinations.
Leaders who love still have to make tough decisions but they
can do so with caring and humanity. The message for leaders
is that love is an intimate expression of communion and
connectedness with the world.

energy, or consciousness in the world that can be harnessed
and expressed in human activities through acts of generosity
and wisdom (Royal, 2006). He emphasizes that a person of
mana helps awaken the deeper potential in others to see the
whole person and all that they bring.
Mana is a frequency — our authentic coherence. Mana is
ultimately a spiritual energy, it is not simply about position,
status, or control, but is the fullest expression of potential of
a person. Following from our discussion on love and light,
leaders with mana are tasked with recognizing and growing
the potential of others and, in doing so, helping others
manifest their own mana. Leaders with mana are of service
to their community.

Light - Mauri
In our recent work, we have been discovering the
significance of light in ancient teachings: ma, oho, ogo,
ra, la, and ‘ao are all expressions of light from ancient
peoples. Mauri is a Māori word for a life-force energy that
is immanent in all things knitting and bonding them together
(Marsden, 2003). According to Chellie’s mentor, the late
Matua Pereme Porter and his friend Gray Theodore, mauri,
broken into its original components, means descendants
of the light, ma = light and uri = descendants. Porter and
Theodore believe that mauri is an ancient identifier that
recognizes the true essence of inhabitants of Te Ao Mārama,
people who are descendants of the light (as cited in Spiller,
2010). This explanation accords with Rose Pere, who states,
“The mauri is a Life Force that comes from the Central Sun
the Divine Spark.” She provides further insight into how
one can foster a healthy mauri: “Positive energy can help a
person’s mauri to wax and not wane… I am very wary of
energies, and will generally only interact with people who
have a positive affect [sic] on my mauri, my psychical life
force” (Pere, n.d., 1991, 1994).

Having great mana is more than accumulating
accomplishments. When we ask people in our wayfinding
leadership workshops to reflect on people who display great
mana, we get answers like tribal and political leaders Sir
Tipene O’Regan, Dame Whina Cooper, and Dame Tariana
Turia along with famous Kiwis such as Sir Peter Blake (who
led successive victories in the America’s Cup yacht race),
Richie McGaw (the most successful captain of the NZ rugby
team the All Blacks), and Sir Edmund Hilary (who first
reached the summit of Everest). We all have people who
come to mind when we think of mana. What becomes clear
in the discussion about mana and leadership is it’s not just
that the leaders mentioned have accomplished great things
— it’s how they did it, for what purpose, and in service of
whom?

For leaders mauri is about ensuring that a healthy energy
permeates their organizations and that they consciously
seek to create mauri ora, well-being. It is about taking
themselves, their people, and their organizations on a journey
to ensure well-being is what ultimately prevails across
spiritual, social, cultural, environmental, and economic
dimensions of organizational life (Spiller, Erakovic, Henare,
& Pio 2010). As Matua Pereme would often say, “Te Ao
Mārama, the world of light is that which has been learned
and released into māramatanga, enlightenment.” Te Ao
Mārama requires iterative engagement with Te Kore, the
world of potential. He would say that “Te Kore is all around
us and our task as leaders is to release that potential into
the world” (Spiller, 2010; Spiller, Barclay-Kerr & Panoho,
2015).

When people live in strong alignment with their values,
fulfilling their potential and serving a higher purpose,
their mana becomes more coherent. Mana is not about
having charisma, gravitas, authority, magnetism… those
qualities are by-products of leaders who have served well
the communities to which they belong. In some ways,
mana exists in the eyes, hearts, and memories of others. It
is not something we can buy, possess, or own. It is our own
personal frequency.
Perhaps the most profound lesson we have both learned from
the navigators is their ability to maintain a fierce unwavering
vision for the island, to harness their mana, and call a new
reality into being. To an untrained eye, it would appear
that the mariners are sailing to an island. Yet, to a master
navigator, the island is held within him or her, and they are
drawing that island to them.

Frequency - Mana
Mana is a distinctively Polynesian term. Charles Royal, the
former director of Ngā Pae o te Māramatanga (a research
center at the University of Auckland for excellence in
indigenous development), describes mana as a quality,
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Mana is about moving from stillness and being deeply
grounded and present to what is happening in each moment.
In a sense, wayfinders sail by staying still; they calibrate to
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important signs that align with their intention. Wayfinding is
a fluid process, a sensory perceptive experience, not a static
cartographic one. The whole body is a perceptive instrument.
Like the field of waves, we undulate and enter a state of flow
where everything is in alignment. It’s a strange lesson: The
more we slow down, the more time we have.
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Conclusion
As we weather all manner of turbulence and cross uncharted
territory economically, geo-politically, environmentally,
professionally, and personally — the lessons from
wayfinding are rich and powerful. On a recent visit to India
as part of her work as an explorer for National Geographic,
Elizabeth entered a teaching program, which she describes as
“the most profound teachings I have ever experienced.” This
is high praise as she is on the board of Google’s enormously
successful “Search Inside Yourself” course that has attracted
thousands of people around the world and is also on the
board of the Dalai Lama’s Tibet Fund. What Elizabeth
learned during this deep teaching is that “in all of us is
the teacher. The more still we become, the more available
ancient teachings become. There is no one person more
important than another. We all have this intelligence within
us.”

Sims, B. (1997). Servanthood: Leadership for the third millennium.
Eugene, OR: Wipf and Stock Publishers, 113.
Spiller, C. (2010). How Māori cultural tourism businesses create
authentic and sustainable well-being. Unpublished PhD thesis,
University of Auckland, Auckland.
Spiller, C., Erakovic, L., Henare, M. & Pio, E. (2010). Relational
well-being and wealth: Māori business and an ethic of care.
Journal of Business Ethics, 98, 153–169.
Spiller, C., Barclay-Kerr, H., & Panoho, J. (2015). Wayfinding
leadership: Groundbreaking wisdom for developing leaders.
Wellington, New Zealand: Huia Publications.

We are all wayfinders.

Wayfinding
Leadership is
available as
an eBook on
Amazon or
through the
publisher HUIA (New Zealand) as a
paperback.

We are each called to keenly observe and anticipate changing
conditions, respond decisively, and, with fierce courage
and wisdom, command critical moments. These are skills
required of every leader today. Every leadership moment,
especially the challenging ones, sharpens our mastery and
hones our response-ability. As Mau would say, “Do not pray
for fair weather. Fair weather will never make you a master.
Pray for courage.”
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Leadership and Imagination: A Really Cool Story,
Resources, and Tools
Really, the only way to start this blog is with a story from
Irvans Augustin of Urban Impact Labs that had me thinking
about creativity and collective imagination. A group of
organizers in Miami wanted to do something about transit
problems in Miami. They looked at the lack of transit
access in high-density neighborhoods where the
Florida East Coast (FEC) railroad line passed and
didn’t stop. They brought together community
organizations and identified a perfect underpass
parking space for a pop-up train station adjacent
to the FEC line that would be an ideal transit
stop. They came up with a brand for a transit
system, the Purple Line, a transit line that would
provide equitable service to neighborhoods
throughout the city. They then began to plan a
train station opening at this location and with the
social media buzz in people’s minds it became
a real grand opening for a train station. Within
a couple of months’ people started coming
up and saying how cool that there would be a
station in this location. For the weekend-long
grand opening, 25 collaborating businesses
organized the event with container cars, artists
who decorated the parking lot with transit maps,
train noises, local restaurants serving food and a
DIY crosswalk. Thousands of people attended the
Purple Line opening, and many expected a grand
opening for an actual train station. Even a public
official who thought it was a real train station
opening showed up.

that didn’t yet exist. There was palpable disappointment
and then people said, “Why don’t we have a train station
here?!” The project reached tens of thousands of people
through social media and led to other demonstration projects.
People began to think differently about their voice and
role in the city. This led to the formation of a
political action committee and the appointment
of a commissioner focused on improving transit
options. You can read more about the Purple Line
in a blog post here from Urban Impact Lab’s
website.
Irvans and other Purple Line organizers drew
on and added their own creative flare to a model
from Texas called Better Block. Better Block
started in 2010 when a group of community
organizers and neighbors decided to actually
show people what could be done with one
underutilized commercial block that was filled
with vacant properties and lots. A group took
over the block, put up temporary stores, planters,
lights, and invited community and city leaders
out to see how reviving one block could improve
safety and health, and promote business.
What struck me about these stories was the role
of imagination, especially tapping collective
imagination as an engagement and leadership
strategy. In the leadership development world,
we often touch on this when we talk about the importance of
vision. Donella Meadow’s has developed a vision tool that
we shared in an earlier blog post. I have used this template
with groups, and with surprising results. I tried out Donella’s

The organizers wondered if there would be a backlash when
people realized that it was a grand opening for a transit stop

Meet Deborah Meehan

Deborah Meehan is the founder and Executive Director of the Leadership Learning Community
(LLC), a learning network of over 9,000 people who run, fund, and study leadership development.
She created a consulting services arm of LLC that conducts leadership program evaluations;
produces leadership scans and literature reviews; maps and activates graduate networks; and
designs leadership approaches for over 30 foundations. She served on the boards of ILA and Blue
Cross Blue Shield Foundation of MN. Deborah can be reached at deborah@leadershiplearning.org.
This article is reprinted with her permission from her blog. Photos are courtesy Urban Impact Labs.
*Photo credits: Vera Arias / Purpleline flyer designer; Image designed by Leah Weston comparing transit centers of major cities and Miami.
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Leadership

visioning exercise with a group of 40 people who ran healthfocused leadership programs. As we were debriefing the
exercise two notable things occurred. People first noticed
that when they were asked to close their eyes and imagine
the world ten years from now if they were successful beyond
their wildest dreams, what they saw were plentiful farmers
markets, people walking, children playing in parks, etc.
This was interesting given that most of the people were
supporting leadership in health professions focused on care
and delivery, and not prevention, lifestyle, and environment.
What was even more surprising was the emotional impact
of the exercise. One tearful participant appreciated the
opportunity to be reminded of why she was really doing the
work she did and lamented how easy it is to get lost in the
weeds of problems you have to navigate and lose your north
star. Visioning is an important part of personal reflection and
leadership work, but what about the collective dimensions of
imagination and vision for people working together?

Jobs Board

For complete information, including application
instructions, visit the link below each listing.
To view a complete list of all openings on our Jobs
Board, please visit: www.ila-net.org/LeadershipJobs.
Lecturer, Organizational Leadership
Robert Morris University
Moon Township, PA, USA
Closing Date: Until Filled
View Complete Description
Assistant Dean for Program Development
California State University, Northridge (CSUN)
Northridge, CA, USA
Closing Date: Until Filled
View Complete Description

Two leadership programs I know of (I bet and hope that
there are more) have figured out how to help groups engage
in visioning together, both using modeling. I had the
opportunity to participate in a session Theory U process
where Otto Scharmer used a collective modeling process.
The group was asked to create a model of the current system,
in this case, it was HIV/AIDs in a specific region. After
talking about the model we were then invited to make the
changes to the model that needed to occur to support the
future we wanted to realize. I was so moved and impressed
by this process, we replicated it with the LLC Board in an
exploration of the changes that need to occur in the field
of leadership to promote more inclusive, networked, and
collective models of leadership. To learn more about how
we did it and what we learned read the early blog: Exploring
Complex Questions While Having Fun.

Assistant Director of Distance Learning: Instructional
Design
California State University, Northridge (CSUN)
Northridge, CA, USA
Closing Date: Until Filled
View Complete Description
Associate Director for External Relations
California State University, Northridge (CSUN)
Northridge, CA, USA
Closing Date: Until Filled
View Complete Description
Director, Cornell Team and Leadership Center
Cornell Outdoor Education, Cornell University
Ithaca, NY, USA
Closing Date: Until Filled
View Complete Description

The Wildflowers Institute works with communities
to identify and support informal leaders who may not
have official positions but have earned the trust of their
communities through hard work. These leaders become
fellows and are engaged in the Wildflowers Model-Building
process using blocks and figurines to build models that
represent how things work in their lives. The models are
distilled into maps of their unified vision for the future.
These collective visioning opportunities can be powerful
exercises for helping those who are leading and learning
together to unleash greater creativity by together imagining
a new future. These are important leadership tools and
resources for collective leadership. The Purple Line project
raised the ante even higher. What if part of leadership work
is not only unleashing imagination but giving people a
practical taste of a different reality and possible future!
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Assistant Director for Campus Programs
Campus Activities, Western Carolina University
Cullowhee, NC, USA
Closing Date: Until Filled
View Complete Description
Assistant Director for Leadership
Campus Activities, Western Carolina University
Cullowhee, NC, USA
Closing Date: Until Filled
View Complete Description

Looking for a new colleague to join the team?
ILA Group Members enjoy special pricing on job
announcements. Submit yours today.
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Leadership Perspectives
THE INTERNATIONAL LEADERSHIP ASSOCIATION WEBINAR SERIES

The Changing Role of Leadership and
the Need for Humble Leadership
with Ed Schein
Wednesday, June 22, 2016
12:00 - 13:00 EDT

Registration: goo.gl/fXSh4L
Free for ILA Members

Leaders of the future will deal with greater technological complexity, greater multi-cultural diversity, greater interdependency
with their colleagues and subordinates, and greater demands for social responsibility. In all of these situations the leader will
have to be more situationally humble because others will know more than he or she does. Current models of leadership advocate
appropriate professional distance between leaders and subordinates, the transactional relationship that I am calling Level 1. To
insure that subordinates tell the leaders what is really going on and what help they really need, leaders will have to establish a
more personalized Level 2 relationship that maximizes trust and openness.
Join renowned leadership researcher, writer, teacher, and consultant Ed Schein for this Leadership Perspectives webinar that
will describe this Level 2 relationship and illustrate how leaders can begin the personalization process to achieve the kind
of relationship that will become mutually helpful. This will require new relationship building skills from the moment of first
encountering their subordinates and new listening skills as they build those relationships. In new, complex situations it will be
necessary to build and maintain those Level 2 relationships in order to insure that the organization maximizes quality, productivity,
safety, and employee morale.
Speaker Biography
A renowned researcher, writer, teacher, and consultant, Ed Schein is best known for the paradigm of “corporate culture,” a concept
that shifted the way we think about organizations, particularly in terms of organizational change and the role of the leader in
creating and transmitting an organization’s culture through artifacts (observable displays), espoused values, and embedded basic
assumptions. Schein’s passion for a deep understanding of organizational dynamics is also evident in his equally provocative
thinking around the social psychology of learning in organizations (which he believes is fundamentally coercive) and the
dynamics of “helping” in a variety of environments.
The author of numerous articles and books, he is also Founding Editor of Reflections, the Journal of the Society for Organizational
Learning. He has provided consultation to major corporations around the world including Apple, Citibank, General Foods, Exxon,
Motorola, Proctor & Gamble, and Saab Combitech among others. Ed is the recipient of many honors and awards, including ILA’s
Lifetime Achievement Award.
His book, Humble Inquiry: The Gentle Art of Asking Instead of Telling, won the 2014 Outstanding Leadership Book Award given
by the University of San Diego. His new book, Humble Consulting: How to Provide Real Help Faster, builds on this theme.
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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, MOOCs, Etc.
June 28
Deadline: Call for Topics & Symposia,
Making Knowledge Work, European
Academy of Management (June 2017)
June 30
Abstract Deadline: Leadership
Challenges That Matter, Fourth
International Conference on
Responsible Leadership (March 2017),
Johannesburg, South Africa
July 1
CFP Deadline: Under New
Management: Innovating for
Sustainable and Just Futures, 30th
Australian and New Zealand Academy
of Management conference, 6-9
December, Brisbane, Australia

July 17-24
1st Annual Eurasian Doctoral Summer
Academy for doctoral researchers within
the social sciences, Varna, Bulgaria
July 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, University of
Tampa, FL, USA
Sep. 6-8
Thriving in Turbulent Times, 2016
British Academy of Management annual
conference, Newcastle University, UK
Nov. 17-18
8th Annual Global Peter Drucker Forum,
The Entrepreneurial Society, Vienna,
Austria

July 7-9
EGOS, Naples, Italy

Publication CFPs

July 10-13
Prospecting for Leadership, annual
conference of the Association of
Leadership Educators, Sacramento, CA,
USA

Sep. 1
Abstract submission deadline for
a special journal symposium on
“Achieving Ethical Leadership” to be
published in the Fall 2017 issue of the
Journal of Leadership Studies.

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

Oct. 31
Call for Papers: “Approaches, Methods
and Critical Diversity Scholarship:
The Challenges and the Outcomes,” a
special issue of Qualitative Research in
Organizations and Management.

Awards
July 13
HeroX Patterns of Success Challenge,
Design a leadership and training
program to boost the successes of small
business owners. The best solution in
each category (Strategy, Leadership and
Culture) will win $7,000.
July 15
Peter Drucker Challenge - The Peter
Drucker Society of Europe is pleased to
invite students from across the world to
submit an essay on the topic The New
Entrepreneurs: Movers and Shakers in
Economy and Society? Cash prize of €
1,000 plus travel/registration to Peter
Drucker Forum in Vienna, Austria.

Member News
Read Martha Miser’s New Blog,
“Running on Empty: Fatigue and the
Future of Work”
Send a free e-letter to your favorite
teacher (or upgrade to a paid option)
at Megan Scribner’s new Thank You,
Teachers Project.
Congratultions Suze Wilson on the
publication of your new book Thinking
Differently about Leadership: A Critical
History of Leadership Studies (Edward
Elgar). Chapter 1 is available for free
from the EE website.

See ILA Events & Opportunities on Next Page!
International Leadership Association
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Upcoming ILA Events &
Important Dates
June 15
DEADLINE: Call for Abstracts,
Women and Boards of Directors
Women and Leadership book Series.
Learn more

CFP for ILA’s 3rd Biennial Women
& Leadership conference, Advancing
Women in Leadership: Cultivating
Our Whole Selves, opens. Details
forthcoming.

Learn more

Learn more | Register

Register (free for members)

Aug. 10-12

Last day to register for The Dynamics
of Inclusive Leadership at the EARLY
price. Prices go up $60 on July 16.

Exploring Leadership in Latin America
ILA topical conference in Lima, Perú.
Hosted by Universidad del Pacífico.

Learn more | Register

Learn more | Register

Nov. 2-5
ILA’s 18th Annual Global Conference,
The Dynamics of Inclusive Leadership
Atlanta, Georgia, U.S.A.

Leadership Perspectives Webinar, The
Changing Role of Leadership and the
Need for Humble Leadership with Ed
Schein. 12:00 - 13:00 EDT.

July 15

July 1
Call for Submissions Deadline: Fredric
M. Jablin Doctoral Dissertation Award

June 22

June 20

Member pricing with Code X2016ILA00

June 11-14, 2017
Save the Date! 3rd Biennial Women
and Leadership Conference, Advancing
Women in Leadership: Cultivating
Our Whole Selves, Omega Institute,
Rhinebeck, New York, U.S.A.

Newsletter Ad Rates
The Member Connector goes out each month to all members
of the ILA. Current circulation is 2,700+ in over 70 countries.
Multi-month advertising discounts are available for insertion
orders of three or more months. To place an order please email
Debra DeRuyver at dderuyver@ila-net.org
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Oct. 12-15, 2017
Save the Date! ILA’s 19th annual global
conference, Brussels, Belgium. CFP
Open October 2016.

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

www.ila-net.org

18TH ANNUAL GLOBAL CONFERENCE

The Dynamics of
Inclusive Leadership
November 2 – 5, 2016

Atlanta, Georgia, U.S.A.

Join the global conversation! More than 1,200 leadership scholars

and researchers, educators and students, coaches and consultants, public leaders and
executives will attend The Dynamics of Inclusive Leadership this November. Will you be
there to share your unique perspectives, experience, and knowledge?
The world needs better leadership and ILA’s mission of promoting a deeper understanding
of leadership knowledge and practice for the greater good aims to make a difference.
Come and contribute to the creation of more integrated leadership thinking, practices,
and solutions that can positively impact our complex global environment.

REGISTER TODAY!

www.ila-net.org/conferences
Questions? conferences@ila-net.org

The Dynamics of Inclusive Leadership
Conference at a Glance

Pre-Conference Workshops

• 200+ workshops, papers, panels, and
presentations

• Building Inclusive Doctoral Programs in Leadership

• Full- and half-day pre- and post-conference
deep-dive, intensive workshops
• 1,200+ attendees from over 50 countries
• Thought-provoking, dynamic keynote
speakers
• A world-class city with unique venues for
exploring the conference theme
• Unparalleled networking opportunities
• Exhibitors from across the globe and an
onsite leadership bookstore

• Developing a New Youth Leadership Conscience Through
Problem-Based Learning and Cultural Competency
• Experience is the Teacher – Become an Inclusive Leader by
Experiencing Traditions, Story-Telling, Rituals, Community-Building
Practices, and Leadership Principles of Diverse and Indigenous
Communities
• Exploring Peace Leadership for Inclusive Communities:
A Leadership Journey to The Carter Center
• Foot-Soldiers in the Fight for Civil Rights: Dynamics of Inclusive
Grass Roots Leadership – The Road Made by Walking
• Foot-Soldiers in the Fight for Civil Rights: Dynamics of Inclusive
Grass Roots Leadership – Witnesses to History
• Global Mindset: The Key to Success in Global Inclusive Leadership
• Identity, Power, and Systems: An Open-Space Dialogue on Critical
Leadership Education

Special Events

• Inclusive Dynamics and Ethical Perspectives: An Ethics Symposium

• Opening Reception at the National Center
for Civil & Human Rights
• Emerging Scholars Research Consortium
• Meet the Leadership Authors Reception

• Inclusive Leadership Practiced by a World Leader in Aviation
• Inspiring Inclusivity: Exploring Dr. King’s “Beloved Community”
• Leading With the Brain AND the Mind: Happiness, Mindfulness,
and the Healthy Leader

• Student Case Competition

• Profiles of Inclusive Leadership: How to Identify and Nurture the
Leadership the World Needs

Community Meals

• Refugee Resettlement and the Local/Global Politics of Culture,
Community, and Inclusive Leadership

• Arts & Leadership Learning Community
Breakfast
• Deans, Directors, and Chairs Networking
Dinner
• Leadership Education MIG Luncheon
• Public Leadership Networking Dinner
• Women and Leadership Networking
Luncheon
• Youth Leadership Member Interest Group
Dinner

• TEaCHing & Learning Leadership in the Digital Age

Post-Conference Workshops
•#DoBlackLivesReallyMatter?
• Inclusive Leadership in the Workplace: Coaching Ourselves as a
Practical, Effective, and Progressive Way to Secure and Increase
Inclusiveness
• Leadership and Tango — Exploring the Dance of Leadership
Through Argentine Tango
• Transcending the Obvious and the Ambiguous: Visual Art as a
Pathway to Inclusive Leadership

Learn more at www.ila-net.org/conferences.

