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ABSTRACT

In this paper, we propose a conceptual framework in which we describe the role that solitude can
play for inclusive leadership development. As of yet, the role of solitude for inclusive leadership
development has been largely neglected in the existing literature. Inclusive leadership is a concept
based on an open-minded, pluralistic context that focuses on mutual respect of values. To be
efficient, organizations and team leaders have to embrace to the differences people represent and
demonstrate that they are inclusive because it allows for more effective skill management. In this
context, old fashioned organizations with no focus on inclusiveness usually perform at mediocre
levels. It is through inclusiveness that a team leader can drive performance, through rich and
culturally diverse teams, to high levels of performance. An important part of this procedure is
that team leaders should be highly flexible in such multicultural environments. Thus, they have to
recognize their own behaviours and how they impact their team members’ behaviours. In this
context, self-awareness facilitates other-awareness. And to become self- and other-aware starts
with an open attitude, which leads to knowledge and skills to apply this knowledge. Our
proposed approach emphasizes the importance of finding opportunities for solitude. In turn, the
increased opportunities for inclusive leader’s access to solitude can enhance their levels of self-
awareness and self-regulation that can facilitate the process of inclusive leadership development.
In brief, a first contribution of this paper is the development of a theoretical framework as a basis
for guiding future research on the undetlying mechanisms and the outcomes of solitude. A
second and most important contribution of our proposed approach is the recognition, for the
first time in the literature as of yet, of the role that solitude may play in the inclusive leadership
context. Undoubtedly, the proposed approach should be confronted with data, not only to assess
the model’s ability to replicate the behaviour of inclusive leaders with regard to the concept of
solitude, but also in order to allow formal statistical estimation of parameters and functions of
interest. It is clear that more extended research on the subject is of central importance.
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1. Introduction

In contrast to the traditional “mainstream” norms, inclusive leadership is a concept based
on an open-minded, pluralistic context that focuses on mutual respect of values. Given
central importance of the concept of solitude in applied psychology, it is surprising that
so little attention has been paid to it in the existing inclusive leadership literature. In fact,
despite being a very useful state of mind, so far the role of solitude has been inadequately
acknowledged or even largely unexplored in the literature on inclusive leadership.

For instance, it is largely believed that solitude is related to the inner world of
self-reliance and ingenuity, representing an experience of discovering the personal truth
and the reason of being.

In this work, we propose a conceptual framework in which we describe the role
that solitude can play for inclusive leadership development. In other words the research
question is: Can solitude enbance inclusive leadership?

In this paper, we will argue that access to solitude offers to inclusive leaders
critical conditions for self-awareness and self-regulation (see Figure 1, below).

Analytically, we propose the following scheme:

Research Question: Is Solitude Beneficial for Inclusive 1eadership?

The way that we are going to tackle our research question is the following:
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Proposition 1: Solitude can enhance leader’s self-awareness.

Proposition 2: Self-awareness can contribute to inclusive leadership development.

Now, Proposition 3 stems effortlessly from Propositions 1 and 2:

Proposition 3: Solitude can contribute to inclusive leadership development.

In brief, we suggest that leaders’ focus on solitude offers them various benefits, such as
self-awareness and self-regulation, which are critical for inclusive leadership.
Furthermore, we develop a theoretical approach as a basis for guiding future research on

the underlying mechanisms and the outcomes of solitude for inclusive leadership.

Figure 1: Solitude - Inclusive Leadership relation
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The paper is structured as follows: section 2 describes the links between inclusive
leadership and self awareness and self regulation; section 3 discusses the benefits of
solitude for self awareness and self regulation and establishes its distinction from
loneliness; section 4 offers a discussion of the limitations of our approach and some

useful implications; section 5 concludes.

2. Inclusive Leadership and Self-Awareness / Self-Regulation

Inclusive leadership is relevant in just about every sector of economic activity as the
organizations continue to globalize. Nowadays, these globalized organizations have in
mind that diverse workforces could act as the source of sustainable advantages. In this
context, they tend to create inclusive environments, which involve a deeper
understanding of culture and diversity (Hollander, 2009). In this framework, inclusive
leadership makes sure that the environment can lead to optimization of the diverse
backgrounds of the workforce. To be efficient, organizations and team leaders have to
embrace to the differences people represent and demonstrate they are inclusive because

this would allow for more effective skill management.

Hence, old fashioned organizations with no focus on inclusiveness perform at
mediocre levels. It is through inclusiveness that a team leader can drive performance
through rich and culturally diverse teams to exceptional performance. In another
formulation, leaders are inclusive when they promote inclusion of others. In this spirit,
Kandola defined several key issues to inclusion, the most prominent probably being that

inclusion involves all people and requires effort to be achieved.
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In this journey, leaders should have open attitudes, which are the prerequisites
for the continuous development of cross-cultural inclusiveness (Doyle, 2002). An
important part of this procedure is that team leaders should be highly flexible in such
multicultural environments. These skills are necessary in order to maximize opportunities

to achieve exceptional performance.

The next step is to analyze their own behaviours and examine how they impact
their team members’ behaviours. In this context, self-awareness facilitates othet-
awareness. And to become self- and other-awareness starts with an open attitude, which

leads to knowledge and skills to apply this knowledge.

According to Lash (2002) top leaders must embark on an inner journey of self-
growth to achieve outstanding results for themselves and their organization. This means
that a key factor that is of great importance to the development of an inclusive leader, is
the self-awareness or personal insight of the leader. Goleman et 4/ (2002, p. 40) maintain
that “perhaps the most strong (though least visible) sign of self-awareness is a propensity
for self-reflection and thoughtfulness. Self-aware people typically find time to reflect
quietly often by themselves. Many outstanding leaders in fact bring to their work life the
thoughtful mode of self-reflection that they cultivate in their spiritual life. For some this
means prayer or meditation for others it’s a more philosophical quest for self-
understanding”. Self-focus, whether public or private, can be dispositional or situational,
and dispositional self-focus is often referred to as “self-consciousness”, whereas

situational self-focus is labeled “self-awareness” (Govern & Marsch, 2001).

Apparently, the construct of self-awareness is fundamental to inclusive
leadership. In simple words, self-awareness means that individuals are cognizant of their
own existence (Avolio & Gardner, 2005; Silvia & Duval, 2001). Of course, self-awareness

is an evolutionary process where the individual comes to understand his/her strengths,
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weaknesses, values and beliefs. Usually, it also implies having an awareness of his/her
own knowledge, experience, and capabilities (Avolio & Gardner, 2005 George, 2003;

London, 2002).

Self-regulation involves the processes where people exert self-control by setting
internal standards, assessing discrepancies between these standards and actual outcomes,
and identifying actions for reconciling these discrepancies (Avolio & Gardner, 2005,
Stajkovic & Luthans, 1998). It is in this context that de Vries (2001) argued that mentally
and physically healthy people tend to engage in self regulation and self reflection, which
are regarded as providing a deep understanding of one’s personal values. In other words,
self-regulation is the process through which inclusive leaders align their values with their
intentions and actions. It involves a self-regulatory process where leaders achieve the
aforementioned alignment, by making their inclusive values and motives transparent to

their followers.

In our approach, we argue that self awareness and self regulation are crucial to

inclusive leadership, and both require a state of solitude to flourish.

3. Solitude and Self Awareness / Self - Regulation

Hollenhorst and Jones (2001) argue convincingly that the act of solitude constitutes a
detachment from society in psychological terms, an act of self-discovery. They further
argue that solitude as such is involved in the search of meaning, happiness, self-
awareness and maturity. In a similar spirit, Emerson (1983) argued that solitude is closely

related to self-reliance.
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According to existential philosophers, solitude represents a state of discovering our own
personal truth and the reason of being. See for instance, Heidegger (1968) and
Kierkegaard (1994). In the meantime, solitude has been related to mental and emotional

health leading to self-evaluation, self-identity and emotional release (Hammit 1982).

Storr (1988) in a seminal work on the field has famously argued that the capacity
to be alone is an aspect of an inner security and, thus, solitude should be seen as a means
of getting to know one’s deep needs and feelings. He, further, emphatically argued that
learning, thinking, and being in contact with one’s own inner world are all strongly
facilitated by solitude (Storr 1988, p. 28). Also, Koch (1994) has identified several
benefits of solitude, among which is the freedom from social norms and constraints that

is crucial also for inclusive leadership directly.

Maslow (1970) argued that solitude constitutes a prerequisite for creativity
because it is related to timeless and selfless history. Also, solitude is said to provide a
chance for engagement in self selected activities (Suedfeld et a/, 1982, Leary et al., 2003,
Burger 1995, Koch 1994). The principal benefits of solitude are excellently summarized

as: “freedom of choice with respect to actions and thoughts” (Long and Averil 2003).

Also, on a more empirical level, studies have shown that people often gain from
solitude a new understanding of themselves and their priorities (Long, 2000; Pedersen,
1997, 1999). At this point, it should be noted that while solitude is portrayed as
opportunity for instrumental behaviour aimed at some important target such as
improvement or correction, or change, it could also simply represent quiet for the
manager or even a break in the action and time to rest. However, we focus on the first

aspect of solitude which has a more substantive and “inner” character.
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So far, numerous well defined benefits of solitude have been discussed. In simple
words, short-term solitude is often valued as a time when one may work, think or even
rest without being disturbed and it is desired for the sake of privacy, self-awareness and
self-regulation, which are closely related to inclusive leadership. However, as we have

seen solitude is not necessarily an end in and of itself.

In this context, in the long term, the benefits of solitude can result in
disadvantages, signifying a ‘dark side’ of solitude. For example, a leader could be too
much aware of his inner world that his/her behaviour becomes unnatural or even
unhealthy. According to Cooper (2003) leaders could have strong feelings of loneliness
and being disconnected from the rest of the organization. It is also common to engage in
self-defeating behaviours and such behaviours can have negative effects of subordinates,
the health of the organization and the career of the top executive. The change may come
from the subordinates who now see the leader as different and apart from them (Cooper,

2003).

In reality, solitude is not responsible for this outcome. More precisely, at this
point, there is an important distinction to be established, between solitude and loneliness
(see e.g. Galanaki, 2001; Barbour, 2004). However, from the outside, they both look a lot
alike. Both are characterized by solitariness. But all resemblance ends at the surface.
Loneliness is a negative state, marked by a sense of physical isolation (i.e. loss,
dislocation, and temporary absence). One feels that something is missing to him/her and
it is even possible to be with people and still feel very lonely. On the other hand, solitude
can be characterised as the state of being alone without being lonely. It is a positive and
constructive state of engagement with oneself. In contrast to loneliness, solitude is not a

negative state which most people seek to avoid (Long & Averill, 2003).
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Solitude can be viewed as a state of being alone where you provide yourself
sufficient company which suggests peacefulness stemming from a state of inner richness.
Solitude is an opportunity to renew ourselves. In other words, it replenishes us (Cramer
& Lake, 1998). Loneliness is a state of discontent marked by a sense of estrangement, an

awareness of excess aloneness (Long et @/, 2003).

Solitude renews us for the challenges of life (Cooper & Quick, 2003). Some
solitude is essential; Solitude restores body and mind whereas loneliness depletes them
(Galanaki, 2004). We all need periods of solitude, although temperamentally we probably

differ in the amount of solitude we need. It gives us time to explore and know ourselves.

(Anderson, 1998; Moustakas, 1961).

To sum up, despite the fact that in overall research on solitude is limited, there
exists literature from various fields (e.g. Philosophy, Sociology, Psychology,
Management) highlighting its positive effects. More precisely, solitude is typically related
to the inner world of self-reliance and ingenuity. As such, it constitutes a necessity for
overall development of existence. Apparently, some of the most important benefits of
solitude include mental and emotional health, emotional maturity, introspection,

happiness and, of course, self-awareness and freedom from social norms and constraints.

Lastly, there is an important distinction to be established, between solitude and
loneliness. Loneliness is a negative state, marked by a sense of isolation when one feels
that something is missing. On the other hand, solitude is the state of being alone without

being lonely. It is a positive and constructive state of engagement with oneself.
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4. Discussion

At this point it should be noted that we have proposed a framework that is only a
preliminary attempt at explaining the underlying mechanisms by which solitude
influences inclusive leaders. Of course, we recognize that undoubtedly many other
contextual factors also influence this process such as organizational structure and culture.

In this framework, the influence of context cannot be overlooked in the study of
inclusive leadership and for that matter leadership development in general (Avolio et 4/,
2005; Day et al, 2004). A more thorough understanding is needed of whether different
contextual factors, including those that can be shaped by the leader and those that are
not within a leader’s control, moderate the leader’s effects (Avolio et @/, 2005; Kark &
Shamir, 2002).

By integrating context into our understanding of inclusive leadership and in the
respective approach, there will be a greater opportunity to enhance the predictability of
any leadership model. Of course, the context is by no means a fixed entity. It is indeed
quite dynamic, depending on the experience and nature of the leader and follower at any
one point in time, as well as across space.

As far as leadership practice is concerned, some very useful implications will
arise. More precisely, we propose environments that provide access to solitude and, thus,
enable leaders and their associates to accomplish their work more effectively. This
suggests that for leaders and followers to be effective, leaders must promote an inclusive
organizational climate that enables themselves and followers to continually introduce
practices and policies that will show respect for the leader’s need of solitude (Avolio &

Gardner, 2005; Gardner et a/, 2005; Luthans & Avolio, 2003).

10
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Of course, the provision of solitude, by itself, does not guarantee continuous
self-improvement. Just because solitude is available does not mean that an individual or a
manager will practice it well. In fact, some people may need assistance in the use of
reflection, self-discovery, and so on. Recent work in positive psychology, positive
psychological capital and positive organizational behaviour argue that certain positive
psychological capacities need psychometric support for being state-like, i.e. open to
development and change, and thus play a crucial role in developing individuals to
flourish and prosper (Luthans 2002, Luthans et a/, 2004). Clearly, solitude involves
ongoing processes whereby leaders and followers gain self-awareness and establish
trusting and genuine relationships, which - in part - may be shaped by planned
interventions such as training (Avolio & Gardner, 2005; Avolio, 2005). We believe that
solitude development involves complex processes, and that it is unlikely to be achieved
simply through a mere practical training program. In this context, we do not view
solitude development as a program, unless we were to very broadly label it as a “life’s

program” (Avolio, 2005).

5. Conclusion

A first contribution of this paper is the development of a theoretical framework as a
basis for guiding future research on the underlying mechanisms and the outcomes of
solitude. A second and most important contribution of our proposed approach is the
recognition, for the first time in the literature as of yet, of the role that solitude may play
in the inclusive leadership context. In this spirit, the analysis of what solitude really is, its
definitions and practical implications in a broader managerial context is a nice example

for further and more extended research in the future.

11
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To sum up, the role of solitude for leadership has been largely neglected in the
existing literature. Our proposed approach suggests that leaders’ access to solitude can
enhance their levels of self-awareness and self-regulation; in turn, increased opportunities
for leadet’s access to solitude can facilitate the process of inclusive leadership
development. Of course, not all people have similar needs for solitude, implying that
individual differences, such as preference for solitude and personality, are of great
importance for understanding the relationship between solitude and leadership.

No doubt, the proposed approach should be confronted with data, not only to
assess the model’s ability to replicate the behaviour of inclusive leaders with regard to the
concept of solitude, but also in order to allow formal statistical estimation of parameters
and functions of interest. As a first step, one could operationalize the construct of
solitude by identifying attributes underlying the two variables (self-awareness and self-
regulation) using data and measures of solitude.

Next, the relationship between self-awareness and self-regulation and inclusive
leadership described in the proposed approach should be further examined. To this end,
one could start by correlating a measure of inclusive leadership with a measure of
solitude, properly defined. Next, one could conduct multivariate analysis or structural
equation (SEM) modelling in order to assess the capability of a potential set of
explanatory variables (i.e. determinants) to explain the variance of inclusive leadership
using hypothesis testing and other relevant model selection criteria. Lastly, if there is
sufficient data available one could investigate whether solitude has predictive power for
its described outcomes. In other words, one could test whether solitude causes self
awareness and self-regulation and mindfulness, which in turn cause inclusive leadership.

It is clear that more extended research on the subject could be of central importance.

12



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

References

Anderson, L. 1998. Loneliness research and interventions: a review of literature. Aging
and Mental Health, 2 (4), 264 — 274.

Avolio, B. J. 2005. Leadership development in balance: Made/ born. Mahwah, NJ7 Lawrence
Earlbaum Associates.
Avolio, B. J., & Gardner, W. L., 2005. Authentic Leadership Development : Getting to
the root of positive forms of leadership. The Leadership Quarterly, 16, 315-338.
Avolio, B. J., Gardner, W. L., Waluabwa, F. O., Luthans, F. & May, D. R. 2004.
Unlocking the mask: A look at the process by which authentic leaders impact
follower attitudes and behaviors. The Leadership Quarterly, 15, 801-823.

Avolio, B. J., & Gibbons, T. C. 1988. Developing transformational leaders: A
lifespan approach. In J.Conger & R. N. Kanungo (Bds), Charismatic
Leadership: The elusive factor in organizational effectiveness (pp. 40-77). San Francisco:
Jossey-Bass.

Barbour, J. D. 2004. The value of solitude. The ethics and spirituality of aloneness in antobiography.
University of Virginia Press.

Brown, K. W. & R. M. Ryan. 2003. The benefits of being present: Mindfulness and its
role in psychological well-being. Journal of Personality and Social Psychology, 84, 822-
848.

Bruch, H., & Ghoshal, S.. 2004. .4 Bias for Action, Harvard Business School Press.

Buchholz, E. S. 1997. The call of solitude. Alonetime in a world of attachment. Simon &
Schuster.

Burger, J. M. 1995. Individual differences in preference of Solitude, Journal of Research in
Personality, 29, 85-108.

Burgon, ]J.K, Burger, C.H., Valdron, V.R. 2000. Mindfulness & interpersonal
communication, Journal of social issues, 56, No. 1, 105-127.

13



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

Campbell, J. 1988. The power of myth. NY: Doubleday.

Comeau-Kirschner, C. & L. Wah. 2000. Who has time to think? Management Review, 89,
16-23.

Cooper, C.L., & Quick, J.L.. 2003. The stress and Loneliness of success. Counselling
Psychology Quarterly, 16, No. 1, 1-7.

Cramer, K.M., & Lake, P.R. 1997. The preference for solitude scale: Psychometric
properties and factor structure. Personality Individual Differences, 24, No 2, 193-199.

Csikszentmilhaly, M. 1996. Creativity, flow and the psychology of discovery and invention. Harper
Collins.

Czerwinski, M., Cutrell, E., & Horvitz, E. 2000. Instant messaging and interruption: Influence of
task type on performance. In C. Paris, N. Ozkan, S. Howard, & S. Lu (Eds.), OZCHI
2000 Conference Proceedings: 356-361. Sydney: Ergonomics Society of Australia.

Day, D.V., Zaccaro, S.J., Halpin, SM. 2004. Leadership Development for transforming
organizations: Growing leaders for tomorrow. New Jersey: Lawrence Erlabaum and
Associates.

Deci, E.L. & Ryan, RM. 1980. Self-determination theory: When mind mediates
behaviour. The Journal of Mind and Behavior, 1, 33-43.

Deci, E.L. & Ryan, R.M. 1980. “What” and “Why” of goal pursuits: Human needs and
self-determination of behavior. Psychological Inguiry, 11, 227-268.

Densten, 1., & J. Gray. 2001. Leadership development and reflection: What is the
connection? The International Journal of Educational Management, 15, 119-124.

De Vries, M. 2001. The Leadership mystique, Prentice-Hall.

Doyle, L. 2002. Leadership and inclusion: Reculturing for reform. International Journal of
Educational Reform, 11(1) 38-62.

Drucker, P., 1999. Managing oneself, Harvard Business Review, March-April, 65-

74.

14



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

Emerson, R.1883. Works. Houghton Mifflin Company, Boston.
Feltz, D., & Landers, D. 1983. Effects of mental practice on motor skill learning and
performance: A meta-analysis. Journal of Sport Psychology, 5, 25 - 57.
Fiol, M.C., O’ Connor, E.J. 2003. Waking Up! Mindfulness in the face of
bandwagons, Academy of Management Review, 28, No. 1, 54-70.
Halpern, S. 1992. Migrations to solitude. Vintage Books.
Heidegger, M. 1968. Being and time trans, ]. Macquarrie and E. Robinson, New
York, Harper and Row. Originally published in German 1927.
Heifetz, R., & M, Linsky. 2002. A survival guide for leaders, Harvard Business
Review, June, 65-74
Hogg, M.A. 2005. Social identity and leadership. In: D.M. Messick and R.M. Kramer,
Editors, The psychology of leadership: New perspectives and research, Erlbaum,
Mahwah, pp. 53-80.
Hollander, E. P. 2009. Inclusive I eadership: The Essential 1eader-Follower Relationship. New
York: Routledge.
Hollander, E. P. 1964. Leaders, groups, and influence, Oxford University Press, New York.
Hollander, E.P. 1978. Leadership dynamics: A practical guide to effective relationships, Free Press,
New York.
Hollenhorst, S., Jones C.. 2001. Wilderness solitude: Beyond the social —spatial
perspective, USPA, Forest Service Proceedings, RMRS-P-20, 56-61.
Galanaki, E. 2004. Are children able to distinguish among the concepts of aloneness,
loneliness and solitude, International Journal of Behavioral Development, 28, 435-443.
Gardner, W. L., Avolio, B. J., Luthans, F., May, D. R. & Walumba, F. 2005. “Can you see
the real me?” A self-based model of authentic leader and follower development,

The 1eadership Quarterly, 343-372.

15



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

George, W. (2003). Authentic leadership: Rediscovering the secrets to creating lasting value. San
Francisco7 Jossey-Bass.
Govern, J. M., & Marsch L. A. 2001. Development and 1 alidation of the Situational Self-
Awareness Scale. Consciousness and Cognition. 10, 366-378
Graen, G. B,. & Uhl-Bien, M. (1995). Relationship-based approach to leadership:
Development of leader-member exchange (LMX) theory of leadership over 25
years: Applying a multi-level multi-domain perspective. The Leadership Quarterly, 6,
219-247.
Jett, Q. R. & George, J. M. 2003. Work interrupted: A closer look at the role of
interruptions in organizational life. Acadensy of Management Review, 28, 494-507.
Kandola, B. 2009. The VValue of Difference: Eliminating Bias in Organisations. Pearn Kandola.
Kark, R., Shamir, B. 2002. The dual effect of transformational leadership: Primary
relational and collective selves and further effects on followers. In B.]. Avolio,
& F.J. Yammarino (Eds), Transformational & Charismatic leadership :
The road abead, pp. 7-91, Oxford, UK: Elsevier
Kernis, M.H. 2003. Toward a conceptualization of optimal self-esteem. Psychological
Inguiry, 14, 1-26
Kierkegaard, S. 1996. Either / Or: a fragment of life, Vol 11, Mercer University
Press.
Koch, P. 1994. Solitude. A philosophical encounter, Open Court.
Koestenbaum, P. 2002. Leadership: the inner side of greatness Jossey-Bass.
Langer, E., & Moldoveanu. 2000. Mindfulness research & the future, Journal of social
zssues, 56, No 1, pp. 129-139.
Langer, E., & Moldoveanu. 2000. The construct of mindfulness, Journal of social

wssues, 36, No 1, pp. 1-9.

16



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

Larson, R. W. 1990. The Solitary of life: an examination of people spend time from
childhood to old age, Development Review, 10, 155-183.

Larson, R. W. 1997. The emergence of solitude as a constructive domain of experience in
early adolescence. Child Development, 68, 80-93.

Larson, R. W. & M. Csiksentmihalyi. 1980. The significance of time alone in adolescent
development. Journal of Current Adolescent Medicine, 2, 33-40.

Larson, R., Lee M. 1996. The capacity to be alone as a stress buffer, Journal of Social
Psychology, 136(1), 5-16.

Lash, R. 2002. Top Leadership. Taking the Inner Joutrney. lvey Business Journal. May/June

Leary, M., Herbst, K., & McCrary F. 2003. Finding pleasure in solitary activities: Desire
for alones or disinterest in social contact?, Personality & Individual Differences, 35, 59-
68.

Liden, R.C., Sparrowe, R. T., & Wayne, S.J. (1997). Leader-Member Exchange theory:
The past and potential for the future. Research in Personnel and Human Resources
Management, 15, 47-119.

London, M. 2002. Leadership development: Paths to self-insight and professional growth. Mahwabh,
NJ7 Elrbaum.

Long, C. & Averil, J. 2003. Solitude: an exploration of benefits of being alone, Journal of
the Theory of Social Behavior, 33, 21-44.

Long, C., Seburn, M., Averill J., & More T. 2003. Solitude Experiences: Varieties,
Settings and Individual differences, Personality and Social Psychology Bulletin, 29, 578-
583.

Luthans, F., & Avolio B. 2003. Authentic Leadership: A positive development approach.
In CS. Cameron, J.S. Dutton, and R.E. Quinn (Eds.), Positive organizational

scholarship, pp. 241-258. San Francisco. CA: Berrett-Koehler.

17



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

Luthans, F. 2002. Positive organizational behavior: Developing & managing
psychological strengths. Academy of Management Executive, 16, 57-72

Luthans, F., VanWyk, R., & Walumbwa, F.O. 2004. Recognition & Development of
hope for South African organizational leaders. Leadership & Organization Development
Journal, 25, 512-527.

Maslow, A. 1970. Motivation and Personality, Harper & Row.

May, D.R.,, Chan A., Hodges, T., & Avolio, B.J. 2003. Developing the moral

component of authentic leadership. Organizational dynamics, 32, 247-260.
McDonald, E. 2005. A portrait of the role and value of solitude for educational leaders.
Unpublished doctoral dissertation. Northern Arizona University.
Merton, T. 1968. Thoughts in solitude, New Y ork, Doubleday.
Modell, A. 1993. The Private Self, Cambridge, MA: Harvard UP.
Moustakas, C. 1961. Loneliness. Englewood Cliffs, NJ, Prentice Hall Inc.
Nisenbaum, S. 1984. Ways of being alone in the world. Awerican Bebavioral
Scientist, 27, 785-800.
Perry-Smith, J. E. 20006. Social yet creative: The role of social relationships in
facilitating individual creativity. Academy of Management Journal, 49, 85-101.
Perry-Smith, J. E. &. Shalley, C. E. 2003. The social side of creativity: A static and
dynamic social perspective. Academy of Management Review, 28, 89-1006.

Senge, P. 1990. The Fifth Discipline, Double Day.

Silvia, P. J., & Duval, T. S. 2001. Objective self-awareness theory: Recent progress and
enduring problems. Personality and Social Psychology Review, 5, 230-241.
Speier, C., Valacich, J. S., & Vessey, 1. 1999. The influence of task interruption on

individual decision making: An information overload perspective. Decision Sciences,

30: 337-360.

18



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

Stajkovic, A. D., & Luthans, F. 1998. Social cognitive theory and self-efficacy: Going
beyond traditional motivational and behavioral approaches. Organizational
Dynamics, 26, 62-74.

Sternberg, R.J. 2000. Images of Mindfulness, Journal of Social Issues, 56, No. 1, 11- 206.

Storr, A. 1988. Solitude. A return to the self. NY: Free Press.

Suedfeld, P. 1982. Aloneness as a healing experience. In L.A. Peplau and D. Petlman
(Eds) Loneliness: A sourcebook of current theory, research and therapy. NY: Wiley & Sons,
54-67.

Thomas, A. R., & Ayres, . 1998. A principal's interruptions: Time lost or time
gained? International Journal of Educational Management, 12, 244-249

Tichy, N.1997. The Leadership engine, Harper Business.

Uhl-Bien, M. 2006. Relational Leadership Theory: Exploring the social processes of

leadership and organizing, The Leadership Quarterly, 17, 654-676.

Weick, K. E. & Sutcliffe, K. M.. 2006. Mindfulness and the quality of organizational
attention. Organization Science, 17, 514-524.

Winnicot, D. W. 1958. The capacity to be alone. International Journal of
Psychoanalysis, 39, 416-420.

Winter, D. & N. Barenbaum. 1985. Responsibility and the power motive in women and

men. Journal of Personality, 53, 335-355.

19



Equality, Diversity, Inclusion (EDI) Conference 1-3 July 2013

Appendix A: Brief Biographical Notes

Ourania Kardasi earned a BSc in Philosophy and Psychology from the University of
Athens. Next, she earned a MSc in Human in Resource Management (HRM) and is
currently working towards her PhD in HRM, both from the Athens University of
Economics and Business (AUEB). She also serves as Research Associate at AUEB and
has considerable work experience in management positions. So far, she has (co-)authored
several articles published or forthcoming in scholatly journals including Ewuropean Jonrnal
of the History of Economic Thought, Journal of Philosophical Economics, Osterreichische Zeitschrift fiir
Soziologie or appearing in refereed conferences. She speaks English, French, German and

Greek.

Dimitris Bourantas is Professor of Organisational Behaviour at the Athens University
of Economics and Business (AUEB). He received his BSc from AUEB, DESS, Aix-En-
Provence, DEA, Ph.D., Universite de Montpellier, France. He has taught at the
University of Athens, University of Montpellier (France) and has participated as trainer in
several training programs for executives. He has served as consultant to national and
multinational firms and public organizations such as Nestle, United Distillers Vit., Coca
Cola, Bayer, Schneider, Citibank, Barclays Bank, Pepsico, Carrefour, Panafon, One Way,
L'Oreal, Boehringer Ing. He has published several articles in scholatly journals including
European Management Journal, Long Range Planning, Organization Studies, Scandinavian Journal of
Management Organization Science, Journal of Global Marketing, International Journal of Human
Resources Management, Employers Relations, Revue Francaise de Gestion, Technology Analysis and
Strategic Management, International Studies of Organization and Management, and Journal of

Managerial Psychology.

20



