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ABSTRACT

Leadershipdevelopmentprogramsexisttocontributetoanindividual’sandanorganization’ssuccess;
however,thereisalackofstudiesthatexaminehowsuchprogramscontributetothedevelopment
ofculturalagilityinleaders.Culturallyagileleadersaremoreinclusiveintheirhiringpracticesand
moreopentoencouragingmorediversitywithintheirownleadershipnetwork.Suchleadersvalue
collaborationandunderstandhowculturallygroundedtraditionsandpreferenceseffecttransactions.
Thisconceptarticleaddressestherolesofpositionalityandculturalagility,leadershipdevelopment
programs,andcapacityandresponsibilityinbuildingculturallyagileleaders.Itexaminestheways
aleader’spositionalityandlevelofculturalagilityinformsandlimitstheirabilitytomakeanimpact
ontheirorganization.Thearticlealsoproposeshowleadershavethecapacityandtheresponsibility
todevelopotherleadersthrougharelationalleadershipapproachtopromoteinclusionanddiversity.
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INTRoDUCTIoN

Leadersintoday’sinterconnectedworldmustaddculturalagilitytotheircompetencies.Howleaders
respondinunpredictablecircumstances,whethertheyareflexibleandabletoadapttouniquesituations,
willcontributetotheireffectivenessasaleader.Withthedigitallandscapeandglobalizationofthe
marketplace,culturallyagile leaders recognizehowculturaldiversitymakesadifference inhow
employeesactandreact.Culturallyagileleadersvaluecollaborationandunderstandhowculturally
grounded traditions andpreferences effect transactions.Of significant relevance, culturally agile
leaderswillbemoreinclusiveintheirhiringpracticesandmoreopentoencouragingmorediversity
withintheirownleadershipnetwork.

Thisconceptpaperaimstoaddressthreemainareasofinterest:positionalityandculturalagility,
leadershipdevelopmentprograms,andcapacityandresponsibility.Thepaperwillbeginwithan
examinationofthewaysaleader’spositionalityandlevelofculturalagilityinformandlimittheir
abilitytomakeanimpactontheirorganization.Next,contemporaryissuesinleadershipdevelopment
programswillbeexplored.Thepaperwillconcludewithareflectiononhowleadershavethecapacity
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andtheresponsibilitytodevelopotherleadersthrougharelationalleadershipapproachtopromote
inclusionanddiversity.

PoSITIoNALITy AND CULTURAL AGILITy

Thepositionalityandlevelofculturalagilityinformandlimitaleader’sabilitytomakeanimpact
ontheirorganization.AccordingtoMilner(2007),“Thenatureofrealityorofourtruthsshapesand
guidesourwaysandsystemsofknowingandourepistemologicalsystemsofknowing”(p.395).The
defaultleadershipstudiesandcharacterizationsrevolvedaroundwhitemales;however,withinthelast
twodecades,researchershaveexaminedleadershipfromacross-culturalperspectiveandincluded
womenandmarginalizedindividuals(Kezar&Lester,2010).

Becausewhoapersonisshapeshowthatpersonperceivestheworld,leadersmustrecognize
howtheirownsubjectivitycontrolstheirperspectivesandhow,forthemostpart,theirperspectives
arelimitedtotheconstraintsplaceduponthembytheperceivedsocietalnormsandtherolemodels
whoraised themtounderstand thesenorms.Because today’ssocietiesare farmorediverse than
inthepast,raceplaysalargefactorinhowleaderswillneedtoapproachactivelypursuingamore
inclusiveworkplace.

Kezar and Lester (2010) found studies examining leadership qualities focusing on gender,
race, ethnicity, and the intersectionality of race and gender. In analyzing studies exclusively on
womenleaders,KezarandLester(2010)foundwomenleadershipismoreparticipatory,relational,
andinterpersonal.Many“womenleaderstendtoconceptualizeleadershipascollectiveratherthan
individualistic,emphasizeresponsibilitytowardothers,empowerotherstoactwithintheorganization,
anddeemphasizehierarchicalrelationships”(Kezar&Lester,2010,p.164).

Leadersmustreflectaboutthemselvesinrelationtoothersandacknowledgethemultiple
roles, identities, and positions that each member of the organization contributes to the
organization. Positionality plays an important role in professional practice and research. A
scholar-practitioner’s positionality informs the problems identified and the questions asked
about the respective contexts. A leader’s identity informs the positionality, and there is an
interconnectednessbetweenpositionalityandpower.

LEADERSHIP DEVELoPMENT PRoGRAMS

LeadershipdevelopmentisanimportantissueincorporateAmerica(Galloway,1997).Organizations
arespendingmoretimeandmoneyonleadershipdevelopmenttodevelopleaders(Cullen-Lester,
Maupin,&Carter,2017;Galloway,1997;Know,2014;Muyia&Kacirek,2009).TheW.K.Kellogg
Foundationcategorized55leadershipdevelopmentprogramsintooutcomes:individual,organizational,
community,field(communitiesofpractice),andsystemiceffects(Nissen,Merrigan,&Kraft,2005).
Larsson, Sandahl, Soderhjelm, Sjovold, and Zander (2017) recognized leader development and
leadershipdevelopmentdifferencesandsimilaritiesandpresentedatheory-based,longitudinalstudy
ofleadersandtheirsubordinates.

Eich(2008)usedagroundedtheoryandstudiedattributesofleadershipprograms.Theresearch
identifiedthreeclustersofattributesforhigh-qualityleadershipprograms:participantsengagedin
buildingandsustainingalearningcommunity,student-centeredexperientiallearningexperiences,
andresearch-groundedcontinuousprogramdevelopment.Thestudyalsoshowedthatorganizations
ofallsizesfacechallengesinregardtoleadershiptrainingandimplementingsuccessfulleadership
developmentprograms.

Afteranalyzingagroupof30CEOsandhumanresourceexecutives,Groves(2007)introduced
a best practices model for leadership development that is inclusive for succession planning in
organizations.Groves(2007)notesevidencethatsupportstheideaofusingmentorsindeveloping
networksandexposinghighpotentialemployeestomultiplestakeholders.
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