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Indigenist Leadership in Academia:
Towards an Aspirational Model
of Mindful Servant Leadership
Kerrie E. Doyle, Catherine Hungerford, Chris Pitt, Paul Saunders,
and Kyar Wilkey

Introduction
The tertiary education landscape in Australia has changed over the past decade, in
line with developments in other occupational settings and environments across the
western world (Bienen, 2012). Australian universities are now more performancebased (Guthrie & Neumann, 2007); have insecure, non-government sources of
funding (Moll & Hoque, 2011); place a strong emphasis on globalisation (Stromquist
& Monkman, 2014); and have modified the way in which they support Indigenous
programs (Gunstone, 2008). These kinds of changes suggest the need for academics,
including Indigenous academics, to demonstrate strong leadership and management
skills and abilities. For Indigenous academics, these requirements are in addition to
the challenges related to ‘being black in white spaces’ (see Asmar, Mercier, & Page,
2009; White, 2009), thereby increasing the pressure not only to lead but also to be
seen to lead. There is a need, then, to develop indigenist leadership models that is
rigorously based on evidence and best practice.
Leadership is a concept that has arguably existed since humans were required
to work together to achieve a common goal. Even so, ‘leadership’ is a contested
term (Sun & Anderson, 2012), a situation that suggests diverse contexts require
different leadership styles (Voon, Lo, Ngui, & Ayob, 2011). Indeed, to be an effective
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leader requires consideration of the salient concepts informing leadership theories
developed by recognised experts (Dotlich, Noel, & Walker, 2011). Consideration of
these theories will also allow Indigenous individuals to develop a personalised model
of academic and community leadership.
Merging professional and community leadership styles, however, may be problematic for some Indigenous people (White, 2010). For example, Indigenous communities and places, like other colonised places, can sometimes be violent, contested
spaces (Cheers et al., 2006; McCalman, Tsey, Kitau, & McGinty, 2012; McIlwaine & Moser, 2001), that need effective, life-affirming leaders. Leadership of such
communities is usually an all-hours commitment with pursuant burnout occurring
in individual leaders (Santoro & Reid, 2006). Recognising the exponential stress of
‘leading’ in a community as well as at work, we, therefore, argue there is a need for
an Indigenous leadership model that is aspirational.
If one concurs with leadership theorists such as MacBeath and Dempster (2008)
that leadership is a learned trait or set of behaviours, then becoming an effective leader
requires consideration of a range of factors. These factors include the different types
of leadership styles, together with the motivations of leaders and also the communities
produced by the teams. Reviewing leadership styles that could fit in an organisation
or community would allow potential leaders to distil the skills and behaviours of
already established effective leaders, and thereby create an individuated, indigenist
leadership model that matches personal resources to professional requirements.

Theoretical Review
Leadership is a complex function of other organisational, social, personal, and
cultural processes (Boldon, 2004). Leadership depends on a process of influence,
and the ability of a leader to inspire their team to work towards group goals, with
researchers still undecided as to whether leadership is a personality trait, a positional
power issue, a philosophical argument, or even an embodiment issue (Grint, 2004).
Leadership theorists often differ when discussing styles and models, but most
agree that all leaders must have a set of demonstrable values and behaviours. These
values and behaviours include: being cooperative and optimistic, with a capacity to
lead by example (reflecting social motivation) (Gächter, Nosenzo, Renner, & Sefton,
2012); having trustworthiness, integrity, emotional intelligence (Goleman, Welch,
& Welch, 2012); possessing the capacity to actively contribute as well as being at
ease with power and courageous (Buchele, 2011); being good at maintaining relationships, having vision and being forward-looking, possessing a combination of
behaviours that show the leader is inspiring, decisive, able to provide direction,
honest, competent (Kouzes & Posner, 2011); and finally, being authentic, altruistic,
collective (Ciulla, 2013). Besides providing this list of values, which arguably characterises the most successful or prospective leaders some theorists also provide lists
of prescriptive recommendations for action (Bolden, Hawkins, Gosling, & Taylor,
2011; Detsky, 2010; Sinclair, 2014). Such lists can, therefore, seem daunting. At the
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Table 8.1 Core values of Indigenous communities (after Shannon et al., 2005)
Reciprocity

Obligation to achieve an equitable distribution of resources and
benefits

Respect

Trust, cooperation, valuing, and respect for human dignity;
unconditional positive regard, consultative

Equality

Considering all people to be of equal value, act with fairness and
justice

Responsibility

Obligation to do no harm

Survival and protection

Protection of culture, non-exploitative

Spirit and integrity

Overarching values that bind the other five values into a coherent
whole

same time, however, they also suggest commonalities—for example, the characteristics of courage, integrity, emotional intelligence (not necessarily expressed as such,
but able to be so labelled) are common, with some theorists arguing that such values
can be practiced and learned (Sinkula, Baker, & Noordewier, 1997).
While it is well recognised that Indigenous Australians are not homogenous
(Doyle, 2011), shared values have been identified across many Indigenous Australian
communities (Jamieson et al., 2012; Shannon, Shibasaki, & Australian Health Ethics
Committee 2005; Walker, Fredericks, Mills, & Anderson, 2014). These shared values
are also reflected in the national ethical guidelines for research in Indigenous communities (see Fletcher, Shannon, & Dunbar, 2008), providing a rigorous framework to
guide any proposed leadership model. The values are listed in Table 8.1.
In this context, it is important to note that experts in indigenist research claim that
localised models of research, suited to the context and community of interest, constitute a methodologically sound approach to the conduct of research (Foley, 2003;
Martin, 2003; Nakata, 1998; Rigney, 2006a, 2006b; Smith, 1999; West, Stewart,
Foster, & Usher, 2012). It could well be argued, then, that it is equally as appropriate
to modify indigenist leadership models to suit the context, community and of course,
the leader.
This type of model creation usually builds on existing models. For this reason, it
is also necessary to consider appropriate styles of leadership for Indigenous peoples.
Bolden et al. (2011), for instance, describe the genealogy of Eastern and Westernstyle leadership philosophies from Lao Tze and Socrates, to modern presidents of
the USA, and by doing so, illustrate how the adaption of leadership models occurs to
suit cultures. Even so, the process of distilling the core components of a leadership
model to create an individualised model can be a traumatic experience for a novice
leader and is described by Bennis and Thomas (2002) as a crucible, where the refining
aspects of experiences of diversity that transform individuals into strong leaders.
Even so, there is a missing space when considering Indigenous leadership models,
which perhaps explains why some indigenist theorists use their own experience,
together with community morés and opinions, to create their models. For example,
Sinclair (2007) uses her leadership experience as an Indigenous Australian academic
to create a theoretical framework for women in leadership positions; Fredericks
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(2009) shares her experiences and in doing so demonstrates her epistemology
of Indigenous peoples’ leadership participation in universities; and White (2009)
completed doctoral research on the journey to leadership for university-educated
Indigenous Australian women. Each of these women created a modified leadership
style best suited to their situational and contextual needs. Given the evidence of
melding or creating models best suited to the leader, community and context, it is,
therefore, appropriate to consider motivation to lead in a manner that gives rise to
success and thereby create evidence to foster model creation.

Motivated to Lead: Setting the Scene
Action is often preferable to inaction (Bolden, 2004). However, reaction without an
understanding of the underlying principles and assumptions about leadership demonstrates low emotional intelligence, reduces a leader’s effectiveness and risks causing
damage (Prati, Douglas, Ferris, Ammeter, & Buckley, 2003) to an organisation or
community. Leadership can, therefore, be seen as a key enabler for community and
organisation success, and a measure of that enablement is the level of motivation of
individuals or groups, in communities and organisations, to achieve success.
Studies of achievement motivation focus on either the individual motives of
achievers (McClelland, 1987) or engagers (Attridge, 2009), or the motives of persons
reacting ‘to’ the achievements of others (Feather, 1994; Lockwood, 2007). However,
it is also important to consider the reactions to, and of, the leader in successful organisations and communities, and how the leader responds to the reaction of their group
members (Carr, 2006). The reaction of the community to the perceived success of
a leader is pivotal to the social and emotional wellbeing of the whole community.
For example, a celebratory response to a successful leader, however defined, would
indicate the community members have a healthy self-esteem with a sense of control
based within the community, and collective emotional resilience (Müller & Turner,
2010).

Social Identity and Workplace Culture
Leading a successful team or community group requires an understanding of culture
(Jogulu, 2010), not simply ethnicity. Being able to unpack the cultural morés of an
organisation or community is quintessential to successfully achieving one’s aims
and requires an understanding of the role of social identity (Tajfel, 2010) in group
formation and maintenance (Schmid, Hewstone, & Al Ramiah, 2011). For example,
personal success of one group member can attract hostility from other group members
(Rundle-Gardiner & Carr, 2005), and a leader is usually seen as having some degree
of personal success (Ciulla, 2013). This can be problematic in Indigenous communities where lateral violence is endemic (Wingard, 2010), given that one of the triggers
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of such violence is the ‘tall poppy syndrome’ (Gooda, 2007; Langton, 2008). Where
tension as a function of this syndrome exists in workplace and communities, acts of
psychological violence on individuals who were supposedly ‘big-noting’ (or bragging about) themselves can occur as an act of covert lateral violence (Johnson &
Rea, 2009), and are a risk to an individual’s mental wellbeing (Turney, 2003). It
is axiomatic that psychological distress in any sense is not profitable, on any level,
for any organisation or community, therefore an ability to measure and identify
workplace culture is an appropriate beginning to a leadership journey.

The Motivational Gravity Grid: Measuring the Culture
of ‘Around Here’
Measuring workplace culture is discourse–dependent (Schnurr, 2008) as researchers
measure a variable or outcome of interest to themselves, such as religiosity and
work performance (Petchsawang & Duchon, 2012); gender and power (Stainback,
Ratliff, & Roscigno, 2011); or ethical/unethical behaviours (Parker & Aitken, 2011).
An effective measure of a workplace’s global culture is Carr’s (1995) measure of
motivational gravity. The Motivational Grid Measure (see Fig. 8.1) is useful for
organisational or community reflection, and to diagnose issues in a team (Carr
& MacLachlan, 1997). Importantly, the pictorial nature of the tool has long been
validated in organisational settings (see, for example, Akuamoah-Boateng et al.,
2003; Carr, Maclachlan, Zimba, & Bowa, 1995; Smith & Carr, 1997; Munro, Schumaker & Carr, 2014). The Motivational Gravity grid measures attitudes towards
achievement motivation for team members. Gravity can emanate from bosses (superiors, managers), as push-down/pull-up activities; or from peers and subordinates,
expressed as pull-down/push-up activities. This creates a 2 × 2 grid where respondents can mark the predominant culture of their community of interest. These activities were caricatured in each quadrant, making it a visual tool where respondents
mark his or her perceived ‘hot spot’ (Carr, 2006; Carr & MacLachlan, 1997; Carr
et al. 1995).
To gather evidence, promote discussion, and enable the development of a model
of leadership best suited to local setting, workplace/community culture and needs
to the leaders, teams and community, a quality improvement project was proposed,
designed and implemented, with the aim to reviewing associated communication and
motivational practices in a university setting. The decision was made to incorporate
the Motivational Gravity Grid (Carr & Mac Laughlan, 1997) into the project, with the
purpose of informing findings and supporting development of the leadership model.
Low-risk ethical approval was obtained from the university.
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Fig. 8.1 The motivational gravity grid (Carr & MacLachlan, 1997). Used with permission of the
authors, 2019
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Method
The quality improvement project was undertaken using a mixed-methods approach,
utilising quantitative and qualitative approaches. The quantitative part of the project
utilised a Qualtrics questionnaire (e-survey), with a view to supporting ease of data
capture and protecting confidentiality. It was anticipated that quantitative results
would assist with providing an objective structure for the indigenist model of leadership. Likewise, the qualitative component included in-depth interviews, with a view
to inducing findings through an analysis guided by specific objectives (Thomas,
2016)—in this case, identifying themes of indigenist leadership—and it was anticipated that the inductive theming of the finding would allow the findings to emerge
from the frequent, dominant or significant codes inherent in the data (Fereday &
Muir-Cochrane, 2006).
The quantitative component of the research, the e-survey, was advertised on the
university quality website. Using the resource shown in Fig. 8.2, participants were
asked to put a spot where they preferred the culture (Y) to sit, and where they
considered their workplace culture (X) was best placed. Participants were then asked
to consider how their position at work placed them in the culture of their community,
or workplace/community (O) intersect. In order to maintain confidentiality, the only
demographics captured were gender and Indigeneity.

Fig. 8.2 Perceived workplace cultures of respondents (n = 10)
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Participants in the qualitative component of the research, the in-depth interviews,
were drawn from volunteers who participated in the e-survey, with recruitment
derived from a simple question at the end of the questionnaire about willingness to be
interviewed and a request for contact details. Questions were open-ended and participants were asked to explore the characteristics of an effective Indigenous leader.
With consent, the responses were recorded, transcribed (de-identified) and analysed
thematically (Braun & Clarke, 2006). The interviews were open-ended, and participants were asked to explore the qualities of an effective Indigenous leader. Interviews
were conducted using a narrative, unstructured method, considered appropriate for
interviewing Indigenous people (Boffa, King, McMullin, & Long, 2011).

Findings: Motivational Grid
Demographics
Given this was a quality improvement project with a small team, there were only 10
respondents (n = 6 Indigenous academics and n = 4 Indigenous staff, M = 4, F = 6).

Perceived Workplace Culture
While 100% (n = 10) of respondents preferred to work in a pull-up/push culture,
only 50% (five respondents) considered their workplace culture to be one where the
supervisor and peers of that workplace demonstrated pull-up/push-up behaviours.
Of these five, two had an Indigenous supervisor. One respondent felt the workplace
culture was pull-up/pull-down and the remaining three considered they worked in
the most non-productive workplace culture of pull-down/push-down. Respondents
had differing experiences of the work/community culture intersect, with 30% (n =
3) reporting a pull-up/push-up culture, 20% (n = 2) reporting a pull-up/pull-down
culture, and the remaining 30% (n = 3) reporting negative cultures (see Fig. 8.2).
Participants were invited to participate in a narrative interview to consider the data.
Of the 10 participants, six agreed to be interviewed.

Findings: E-survey
Six Indigenous participants of the e-survey agreed to be interviewed. Interviews
were conducted using open-ended questions and a narrative, unstructured method,
considered appropriate for interviewing Indigenous people (Boffa et al., 2011). The
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interviewer was an Indigenous woman academic from a different educational institution. Participants were shown the MG Grid (Carr & MacLachlan, 1997) (see Fig. 8.1),
given the results of the survey, then asked to describe the results from their perspective including consideration of the types of behaviours that might have informed the
answers. Interview responses were coded into three main themes. These themes are
now discussed, in turn.

Theme One: Gravity of Non-indigenous Colleagues
The first theme was labelled ‘gravity of non-Indigenous colleagues’ and described the
push-down/pull-down culture. Respondents identifying the push-down/pull-factors
revealed that the pull-down culture was a function of non-Indigenous colleagues
appearing to be unsupportive of any perceived ‘benefit’ or promotion of an Indigenous person. The push-down culture was due to the lack of cultural proficiency, or
understanding of Indigenous culture, in the workplace. While the change in university structure in most Australian universities has seen the embedding of Indigenous
academics in faculties rather than Indigenous centres (Australian Government, 2011),
this has led to most schools or colleges incorporating a single Indigenous academic.
Working as a single representative of one’s ethnicity increases the public gaze towards
Indigenous people and, as all universities are microcosms of any society, the pushdown/pull-down result might be a function of covet racism from non-Indigenous
colleagues and the system itself.

Theme 2: Gravity of Community
The second theme was also push-down/pull-down and labelled as the ‘gravity of
community’. The push-down scores were predominantly a function of the home
community. Some Indigenous colleagues were beset by issues of lateral violence
in the community and felt that community would resent their success, rather than
celebrate it, and this gravity affected their motivation to achieve at their workplace.
The ‘push-down’ scores were a function of the home community, with few exceptions
in the workplace. This confirms that, for Indigenous people, there is a blurring of
work or professional and community boundaries (see Kowanko et al., 2009), leading
to burnout, which risks perceptions of Indigenous people having poorer personal and
team motivation (Taylor & Barling, 2004).
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Theme 3: Gravity of Indigenous Supervisors
The thirdtheme was a mixed response and labelled ‘gravity of Indigenous supervisors’. While one Indigenous supervisor was an experienced manager and his team
scored him as pull-up, the other two Indigenous leaders (not based in the university,
but still considered part of the ‘workplace culture’ by participants) were scored as
push-down. Two of the six Indigenous academics had a pull-up Indigenous supervisor, and these respondents believed that supervisor created an encouraging culture.
For example, a respondent stated that she had frequently been encouraged to apply
for higher grades and was supported in her attempts. The other respondent noted that
the supervisor had actively sought out scholarships for her. They felt he ‘stood-up’
for them. The other respondent with her Indigenous supervisor, had a different experience, and felt she was being ‘bullied’ by the supervisor. This respondent reported
a push-down culture that overwhelmed any push-up culture from her colleagues. An
example of pull-down was bullying, and this respondent gave an example of being
denied cultural leave or being told that applying for promotion was a ‘waste of her
time’.
Having Indigenous people in supervisory roles introduces another layer of
complexity into the mix of work and community cultures. It might be expected
that Indigenous people who gain a place of power in an organisation will develop
a pull-up approach to their in-group, however, it is not always the case. The style
of each of these leaders powerfully created the workplace culture for their teams,
suggesting that an effective leader is able to filter out negativity in order to have a
productive team, while maintaining their cultural morés.

Findings: Interviews
Interviewing the six Indigenous participants to identify the push/pull factors revealed
that the push-down/pull-down culture existed for these participants as a result of a
lack of support or cultural understanding from non-Indigenous colleagues and the
workplace, as well as the issue of perceived lateral violence in the community.

Preferred Core Values of Indigenous Leaders
During these interviews, in order to clarify some of the themes, respondents were
asked what qualities their supervisor demonstrated, or would demonstrate, an Indigenous pull-up culture. Responses included ‘they would be there for us’, ‘he put us
first—before the organisation,’ and ‘she should stick up for me’. Asked for an example
of push-down behaviour from supervisors, one respondent reported her supervisor
said she ‘wasn’t black enough’ to have an identified position.
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Specifically, participants were invited to create and rank the qualities of their
supervisor, or the qualities they would prefer their supervisors to have. Participants
were invited to write the qualities they aspired to see in their leaders on post-it notes
then place them in order of importance, or preference, on a shared board. These
qualities were distilled down to five values: bravery, honesty, willingness to commit,
liking the staff, and knowledge. Indigeneity was not seen as a value but, rather, a
characteristic of individuals. Of the five values, the six respondents agreed that the
four most salient were bravery, honesty, helping in any circumstance, and liking the
staff. After discussion, these values were re-labelled as courage, integrity, service,
and unconditional positive regard. These values reinforce the interconnectedness
that underpins all Indigenous wellbeing (Moreton-Robinson, 2013).

Preferred Behaviours of Indigenous Leaders
Participants were invited to interrogate the findings to identify behaviours that
leaders could engage in, which would demonstrate these four core values. Participants considered that it takes courage to defend team members or take their side
when conflict occurred with non-Indigenous staff. Leaders could serve their team or
staff members by recognising that Indigenous peoples often felt culturally lonely,
working in isolation in the academy and, as such, the need to promote resilience
by preventing Indigenous staff from being over-utilised as cultural encyclopedia.
Participants also noted that demonstrating integrity would include keeping one’s
word. Unconditional positive regard is similar to interconnectedness, particularly
salient in the need for Indigenous leader to both be seen as leaders and servants of
a community (Laverick, Hill, Akenson, & Corrie, 2009). Interestingly, these values
and behaviours suggested many similarities to servant leadership. It was therefore
decided to explore the appropriateness of exploring this model of leadership for
Indigenous leaders.

Discussion
In this section, we discuss the findings of the research in light of the research literature. This includes the notions of servant leadership and mindfulness. Through
these lenses, we also look forward to an indigenist aspirational model of mindful
leadership.
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Servant Leadership
Servant leadership was introduced in the 1970s by Greenleaf (Greenleaf, 1977). He
recognised that individuals are products of their history, a sentiment that resonates
with postcolonial peoples (Bailey, 2012). Cultural congruence is important for
Indigenous people in any leadership position (Naquin et al., 2008), and Spears’ (2004)
10 characteristics of servant leadership—listening, empathy, healing, awareness,
persuasion, conceptualisation, foresight, stewardship, commitment to the growth of
people, and building community—appear to be a good fit for the findings of this study
of courage, integrity, service, and unconditional positive regard. A ‘social identity’
approach (after Tajfel, 2010; Ciulla, 2013; Bolden et al., 2011) to leadership also
posits that people will not be regarded as leaders unless they are perceived to be
working on behalf of the community, helping to frame the identity of the community, and putting in place structures and processes that further the interests of the
community (Bolden et al., 2012).
Academic leaders need to be able to demonstrate and model independence and
develop expertise in their academic field (Vilkinas & Ladyshewsky, 2012), with such
modelling a means of developing a deputation for leadership. This is what reputations are built on. However, currently, no leader in academia can avoid management responsibilities (Middlehurst, 2013), with academic management requiring a
different skill set to leadership capabilities. For example, academic managers must
have the ability to define objectives that meet the organisational, professional and
individual goals; and organise and allocate academic tasks and processes. Such work
requires a working knowledge of academic management practices.
According to Bolden et al. (2012, p. 2) the integration of management and
leadership in academic settings requires leaders to do the following:
a) provide and protect an environment that enables productive academic work; b) support
and develop a sense of shared academic values and identity; c) accomplish “boundary spanning” on behalf of individuals and work groups (boundary spanning here refers to the
ability to create opportunities for external relatedness, getting things done via institutional
administrations, mentoring colleagues into wider spheres of engagement.

This demonstrates the importance of linking the needs of community and the
wants of workplace which, in turn, requires Indigenous individuals to walk ‘with a
foot in both camps.’ Bolden et al.’s (2012) recommendations for effective academic
leadership include being able to sit under a servant leadership model that comprises
social identity theory. For example, a servant leadership model that promotes selfleadership (Bolden et al., 2011) and still emphasises engagement with individuals
external to the primary setting of the workplace might suit Indigenous leaders. While
individuals must be seen to fight for a common cause, offer inspiration and/or represent exemplary intellectual and professional standards (Bolden et al., 2012) in order
to inspire followship, this does not mean that leaders hold leadership all the time and
in all circumstances. Leadership can be located in teams, for example, especially in
an enabling environment with a sense of purpose and boundary spanning (Bolden
et al., 2012).
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Bolden et al.’s (2012) recommendations for effective academic leadership include
being able to sit under a servant leadership model that comprises social identity theory. For example, a servant leadership model that promotes self-leadership
(Bolden et al., 2011) and still emphasises engagement with individuals external to
the primary setting of the workplace might suit Indigenous leaders. While individuals must be seen to fight for a common cause, offer inspiration, and/or represent
exemplary intellectual and professional standards (Bolden et al., 2012) to inspire
followship, this does not mean that leaders also hold leadership at all times and in
all circumstances. Leadership can be located in teams, for example, especially in
an enabling environment, with a sense of purpose and boundary spanning (Bolden
et al., 2012).
Additional recommendations by Bolden et al. (2012) include the notion of leadership plasticity, which includes Kenny’s (2006) notions of flexibility in leadership and
being moulded to the tasks required. This also involves uses the potential or existing
leaders in the community, while leaders need not be in a position of leadership
(Kenny, 2006). Importantly, as a First Nations Canadian Indigenous woman, Kenny
created a grounded theory of leadership that allowed her cultural morés to inform
her leadership styles (Kenny, 2004). She agrees with Bolden et al. (2012) that leadership is not necessarily based on the individual but also can shift to other community
members as the need arises (Kenny, 2012). A leader immersed in the philosophy of
‘servant’ would also understand this. At the same time, considering personal values
in community and organisational settings is also an example of mindfulness.

Mindfulness
Mindfulness is a psychotherapeutic concept designed to encourage people to “be
present” (Brown & Ryan, 2003). Being present means to be in the moment with
what is occurring around you. Being present is also a very Indigenous concept, as it
is the same as ‘kanyini,’ one of the pillars of Indigenous culture (Fernandes, 2009);
kanyini is a concept from the Pitjanjatjara people that means ‘holding everything,’
or ‘keeping everything together’ (Priest, King, Brown, Nangala, & Nangala, 2007).
‘Being present as a leader is considered to be mindful leadership’ (Pipe & Bortz,
2009).
Sinclair (2014) describes mindful leadership as ‘mobilising and supporting others
in a way that is deeply present, connected’ (p. 10), and sums up mindful leadership as
leading with ‘less ego.’ This also aligns with a servant leadership style, as both styles
rely on ‘being with others in ways that does not use them for [one’s] own purposes’
(Sinclair, 2014: 12). Mindful leadership considers the self and the psychological skill
set of leading, such as the ability to influence, intra/interpersonal and consulting skills
(Burke, Cho, & Wright, 2008). In this way, self becomes an instrument of effective
leadership.
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Guthrie and Neumann (2007) encapsulate effective leadership into nine ways of
being (being present, aware, calm, focused, clear, equanimous, positive, compassionate, and impeccable). Utilising the essentials of a mindful, servant leadership
model with Indigenous culture requires vision and cultural knowledge in order to get
the best behavioural fit for leader, workplace, and community.
Kotter (1996) defined vision, which was identified above as an essential component of being a mindful servant-leader, as aspirational. While aspirational leadership
models are not novel (e.g. Snedden, 1930; Murphy, 1941), they are forward-looking
(Koning & Waistall, 2012), and require leaders to have a vision for their community and/or organisation. They are also allied to ethical behaviours in organisations
(Koning & Waistall, 2012), less concerned with individual success than with building
and maintaining relationships and supporting development of positive cultures. This
includes being able to be shared in such a way as to leave people desirous of being part
of that future (Graetz, 2000). Combining aspirational or visionary leadership with
servant models, then, provides an important means of reinforces Sinclair’s (2014)
model of mindful leadership, particularly in relation to mobilising and supporting
others in a way that is deeply present and connected.

Towards an Indigenist Aspirational Model of Mindful
Leadership
Using epistemology from indigenist research, where a localised model is necessary
(Rigney, 2001; 2006a, 2006b), distilling theories of leadership from Indigenous and
non-Indigenous academics results in an indigenist model of leadership that is based
on core values that wrap around the core activities of leading. In a similar fashion
to indigenist research with Indigenous issues, an indigenist leadership model for
Indigenous people, or for people working with Indigenous communities, will add to
the effectiveness of that leadership.
The proposed model has the interview participants’ preferred core values of a
leader—courage, integrity, service and unconditional positive regard—informing the
behaviours of indigenist servant leadership, with the individual leader’s mindfulness
attributes at the centre of the leader’s conduct (see Fig. 8.3). Overall, the model is a
set of attributes, skills and behaviours that leaders need to aspire to acquire.

Additional Benefits of an Indigenist Aspirational Model
Leading as a function of mindfulness will create push-up/pull-up motivational grids.
Using this model will foster individuals to be the best they can be and encourage
community cohesion by celebrating success, whoever owns it. In this way, leadership models can be vehicles of social inclusion. Social exclusion is a reliable
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Fig. 8.3 An indigenist model of leadership

predictor of psychological distress (Butterworth, Leach, Pirkis, & Kelaher, 2012), so
opening up leadership positions by creating mentoring opportunities (e.g. rotating
chair positions at community meetings), keeping processes transparent, and organisational structures ‘flat’, can create formal and informal learning opportunities, and
incidental succession planning for community leadership.

Conclusion
The purpose of leadership is to work with others to improve the situation, whatever
that situation may be. This indigenist aspirational model of modified servant leadership and applied mindfulness is aligned with cultural protocols (service, suggesting
collectivist values), professional and personal ethics (integrity, courage) and an
understanding of the need to create safe spaces for Indigenous peoples in academic
settings, by creating unconditional positive regard. Indigenous academic leaders may
find this model useful, as it allows one to maintain cultural integrity, and fulfil the
obligations and responsibilities of an organisation, and better serve their Indigenous
colleagues and communities. Further research that explores the challenges of merging
workplace and indigenous expectations for indigenous leaders, and that modifies
leadership models to best fit indigenous leaders and communities is necessary.
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