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Abstract

Leaders of today have the challenge to lead in a complex, rapidly changing, multicultural context. In
most industries, leaders perform tasks on a global level and they are required to have the necessary
competencies to be more effective. It is a well-known fact that organizations are still negatively affected
in terms of competitiveness and growth, due to leaders’ lack of capabilities to lead effectively.
Furthermore, despite the previous academic contributions, global leadership still remains a developing
field to be explored. Previous studies on the global leadership listed various competencies to lead to
effectively in a global environment. However, a limited evidence was provided to support direct
relationship between those competencies and the global leadership effectiveness. Moreover, previous
studies have concentrated mainly on defining global leadership competencies, but there is still a gap to
understand which of those competencies makes global leaders effective. There is also a strong need for
conducting more empirical studies in the field. In response to this gap, the purpose of this research is to
identify necessary competencies for global leadership effectiveness and test them empirically. Structural
Equation Modelling was used as a research method with the data collected from a questionnaire of 175
respondents worldwide, mainly located in Europe. The results of the research showed that Cross-
Cultural Experience, Cultural Flexibility and Stress Tolerance predict global leadership effectiveness.
Furthermore, detailed explanation of each competency that predict global leadership effectiveness were
provided. The results of this research have both theoretical and managerial implications. Firstly, it
proves empirically and quantitatively the relationship between identified competencies and global
leadership effectiveness. Secondly, the results of the research contribute to the existing literature where
there is a limited amount of research that focus on understanding global leadership competencies and

global leadership effectiveness.
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|. Introduction

This chapter presents the background of the research, the research problem, its purpose, delimitations

and the thesis structure.

I.1. Background

Global leadership is becoming an important practice in both private and public organizations. Recent
technological developments have changed the way information and expertise are shared around the
world, leading to an increase on global interactions. Corporations are no longer operating only on a
national level, rather they deal with employees, customers and suppliers on a global level (Mau, 2016).
This has resulted in new challenges for leaders who operate in a global context and deal with complexity

that is significantly different from a non-global context (Jokinen, 2005, Steven & Rosenbusch, 2013).

Vogelgesang et. al. (2014) define global leadership as “the ability to influence people from different
cultures to pursue a common vision through structures and methods that will enable a positive change
and collective growth in a highly complex and uncertain environment.” According to Yoon & Han
(2018), global leadership is the process which leaders influence and facilitate group of people across
cultures to achieve goals in a complex and diverse context. Global leaders contribute to achieve
organizational goals while leading people and resources in a global level with an objective to make the
right decisions at the right time and the right place (Canals, 2014). Caligiuri & Tarique (2009) define
global leaders as individuals who perform global tasks, global integration and leadership activities.
Dalton et al. (2002) define global leader as the person who effectively lead across countries and cultures

in a complex and global environment.

Global leaders operate in a global context that is characterized by Mendenhall & Oddou (1985) with
three main features: complexity, flow and presence. Complexity refers to the nature of the global
environment that is highly complex, interdependent and rapidly changing. Flow refers to the depth of
the interactions and relationships that influence individuals. Presence refers to requirement for global
leaders to be present in more than one geographical location (Mendenhall & Oddou, 1985). According
to Canals (2014), complexity and uncertainty arise from a variety of factors in the global context such
as diversity of cultures, individuals, companies, clients, suppliers, different governments and policies,
higher uncertainties on economies, interdependence between businesses and countries, as well as
learning processes to operate and lead in a global context. Caligiuri (2006) lists the most common global
leadership responsibilities as working with colleagues from different countries, interacting with clients
around the world, communicating in foreign languages, leading individuals with different nationalities,

working with global strategies, managing budgets for global business units, negotiating with



international stakeholders and managing risks on a global level. Furthermore, in their book Goldsmith
et. al. (2003) identify the most important competencies for the global leader as the ability to think
globally, appreciating diversity, having necessary knowledge and skills for latest technologies, ability
to collaborate with people from different cultures and ability to distribute leadership responsibility
within a team. However, according to Caligiuri et.al (2019), it is a well-known fact that organizations
are negatively affected in terms of competitiveness and growth, due to lack of capabilities of their leaders

to lead effectively in the global context.

[.2. Problem formulation and Purpose

The importance of the global leadership is widely recognized as a result of globalization and the latest
technological advances that have eliminated boundaries in the business world (Beechler & Javidan,
2007). As organizations grow in global markets, they are required to manage a diverse workforce and
have the challenge to keep up with the latest changes on a global level. Global leaders who effectively
manage through in this complex, rapidly changing and often uncertain context are critical for
organizations” future success (Caligiuri & Tarique, 2009). This leads to an increased demand for leaders
having the necessary competencies to execute leadership practices in a global context that is crucial to
success of organizations (Bartlett & Ghoshal, 1992; Caligiuri & Di Santo, 2001). Global leaders are
expected to possess new competencies that enable them to lead effectively in the global context that is
rapidly changing (Adler, 2002). Effective leadership is crucial both in setting the correct path and in
executing strategies that effectively drive organizations to the right direction. Effective leadership is
considered as one of the necessary parts for organizations to maintain their business while facing
challenges caused by rapid development of the economic world (Hao & Yazdanifard, 2015). An
organization with effective leadership at all levels is more likely to survive in times of difficulty,
maintain its growth and achieve its targets. Furthermore, effective leadership could help to achieving
organizational goals and reaching success, even though organizational resources such as financial,

human and material are minimal (Schuetz, 2017).

Over the past two decades researchers have therefore focused on examining skills, competencies and
characteristics of individuals who take on responsibilities on the global leadership. Several researches
argued that global leadership is significantly different from the domestic leadership particularly in terms
of skills and competencies needed by the global leaders (Mendenhall et.al.,2012). Specifically, previous
studies aimed to establish a range of global leadership competencies and to differentiate between global
leadership and domestic leadership competencies (Mendenhall et.al.,2012) as global leadership requires

unique set of competencies (Steven & Rosenbusch, 2013).



Despite previous academic contributions, global leadership remains a developing field to be explored.
Although progress has been made in identifying the competencies needed by global leaders, existing
studies have not yet provided conclusive findings on the global leadership effectiveness (Steven &
Rosenbusch, 2013). According to Caligiuri & Tarique (2009), there is limited studies on the existing
literature that focuses on identifying and describing competencies that are related to global leadership
effectiveness. Existing studies mainly focus on understanding global leadership and what competencies
a global leader should have rather than in determining which of those identified competencies make
global leaders effective. As a result, very limited work has been done on exploring the essential
competencies that make global leaders effective. Furthermore, most of the previous studies applied a
competency approach by suggesting that identified leadership competencies will result global leadership
effectiveness (Terrell & Rosenbusch, 2013). Although there has been a theoretical basis to support the
relationship between identified competencies and the global leadership effectiveness in previous studies,
there is still a need for empiric studies to assess relationship between identified competencies and how
they contribute to global leadership effectiveness. Beechler & Javidan (2007) indicate that the existing
literature on global leadership effectiveness is more theoretical than empirical, addressing problems

theoretically rather than examining them by using empirical methods.

In short, previous studies have concentrated mainly on defining global leadership competencies, but
there is a still a gap understanding which of those competencies makes global leaders effective, as well
as a strong need for conducting more empirical studies in the field. In response to this gap, the purpose
of this research is to identify competencies that contribute to global leadership effectiveness and test
them empirically by using selected research method. To meet this purpose, following research question

is formulated:
What are the essential competencies for effective leadership in a global environment?

Given the importance of global leadership and the increased demand of leaders with the requisite skills
to effectively lead in global environments, this study explores the essential competencies that empower
individuals to achieve effective global leadership. Furthermore, once completed this study aims to
contribute to existing gap in the field, as well as to help leaders to recognize the key competencies for
effective global leadership. As stated by Schuetz (2017), business properties, assets, high-tech
equipment, large financial resources and qualified employees only count if they are combined with the

effective leaders who can take full potential of their resources.



[.3. Delimitations

The geographical delimitation for data collection is mainly delimited to Europe where majority of the
respondents coming from Sweden, Turkey and Poland among other respondents participated in this
study. Respondents were delimited to individuals who are working in organizations of different sizes

and operating in a wide range of industries on a global level.

|.4. Thesis structure

This report is structured as follows:

Chapter 1: Introduction chapter presents background of the research, together with the research

problem and its purpose, delimitations and thesis structure.

Chapter 2: Theory chapter provides the theoretical background based on the existing literature related
to the research problem by focusing on global leadership competencies, global leadership effectiveness,

cross-cultural competencies, cross-cultural experience and personality characteristics.

Chapter 3: Methodology chapter presents the selected research method, motivation behind the

selection, implementation of the method and data collection.

Chapter 4: Analysis chapter presents the analysis and the results.

Chapter 5: Presents discussion and conclusions of the research, including a theoretical and managerial

implications, limitations and recommendation for further research.



2. Literature Review

This chapter provides the theoretical background on the global leadership effectiveness, global
leadership competencies, cross-cultural competencies, cross-cultural experience and personality

characteristics.

2.1. Global Leadership Effectiveness

Global leadership effectiveness is considered as one of the main sources of competitive advantage and
organizational growth (Amagoh, 2009). Although there is a considerable amount of research on the
global leadership competencies, less work has been done to determine the relationship between these

competencies and the global leadership effectiveness.

Theoretical foundation in the field of global leadership competencies assume that the identified
necessary competencies for global leaders enable them to be effective in situations that require global
leadership. In this regard, Caligiuri & Tarique (2009) made a significant contribution by using measures
of global leadership performance in their research. Furthermore, Caligiuri (2006) identified global
leadership tasks and further investigated predictors of effectiveness when executing those leadership

tasks (Caligiuri & Tarique, 2009).

Leadership effectiveness is generally defined as the ability of the leader to effectively influence
followers to achieve organizational goals. According to Amagoh (2009), leadership effectiveness refers
to “the success of a leader in influencing followers towards the achievement of organizational goals™ as
well as “an evolutionary process of interdependent events and individual responses to these events”.
Madanchian et. al, (2017) stated that effective leaders have specific competencies, knowledge and
behaviors that enable them to create situations best for the organizations. Schuetz (2017) stated that
most important factors that have impact on the leadership effectiveness are leader's background,
experience and personality, expectations from superiors, as well as followers™ background, personality,
knowledge and skills. According to Sonmez & Adiguzel (2020), leader's effectiveness is the
performance of the leader in managing and influencing own actions in accomplishing organizational
objectives. Schuetz (2017) mentioned that ability to adapt new circumstances, continuous development,
cooperation with others and communication competency play an important role on the leadership

effectiveness.

Effective leaders ensure that organizational goals are met in line with a vision and mission and they

establish a high degree of engagement and encouragement for followers to achieve high-performance



(Sonmez & Adiguzel, 2020). Organizations that have effective leaders could innovate and respond to

changes in markets and environments more quickly and maintain high performance (Amagoh, 2009).

2.2. Global Leadership Competencies

In today's global business environment, understanding international interaction is essential for leaders to
work effectively. It has been frequently argued that many successful domestic leaders do not succeed in
the global arena. Recent studies have confirmed that there are a number of key competencies that predict
leadership effectiveness in a global environment. The theoretical background on the global leadership
also suggest that there are set of essential competencies enable leaders to be more effective when leading
in global environments (Amagoh, 2009), regardless of level, organizational role or size of organization
(Herd et. al, 2016). Black et.al (1999) conducted a research by studying 50 global corporations over
three years period and concluded that nearly two-thirds of the characteristics of effective global leaders
are generalizable, while the remaining third is a context specific. Furthermore, Kets de Vries & Florent-
Treacy (2002) mentioned that successful domestic leaders usually have same competencies as global
leaders, however only excellent global leaders could use these capabilities even in extremely unfamiliar

situations.

Global leadership competencies are described as the key qualities that allow leaders to perform their
tasks in different cultural environments, for instance while working with people from different countries
or while working in abroad (Jokinen, 2005). These competencies include combination of certain terms
such as personal traits, skills, values and knowledge (Jokinen, 2005). Global leadership practices, where
the leader is required to work in a global context, exist in different levels of organizations and the tasks

could vary based on the job specific demands including both technical and leadership (Herd et.al, 2016).

Moran & Riesenberger (1994) have suggested that global leaders should have a global mindset, ability
to work equally with individuals from different backgrounds, a long-term view, ability to facilitate
changes, ability to inspire others, understanding of own values and cultures of others, ability to

demonstrate respect for other countries and cultures.

In his research on competency needs of global leaders, Brownell (2006) has suggested that global leaders
are characterized by two set of competencies as common competencies and distinctive competencies.
Common competencies are described as the basic abilities and knowledge most leaders will have either
by education or formal training. While distinctive competencies are described as individual

characteristics of the leader that are complex and hard to achieve (Brownell, 2006).



According to Goldsmith et. al (2003) the competencies of effective leadership are “demonstrating a
shared vision, showing integrity, focusing on business results, and securing the customer satisfaction.”
Jokinen (2005) have listed global leadership competencies as self-awareness, open mindedness,
optimism, having a social competency, having a motivation to work with foreigners and acceptance of
uncertainty. According to Jokinen (2005), the path to success of the global leader lies in a combination
of personality characteristics such as intellectual capability, self-confidence, openness, emotional
stability, and the management competencies such as social skills, cultural flexibility, communication

skills and ability to handle stress.

Caligiuri and Di Santo (2001) have studied the necessary competencies of global leaders from the
organizational point of view and listed them as the ability to conduct business in abroad, ability to lead
change, knowledge of global business and global business issues, knowledge of company business

structure, openness and flexibility.

Based on the research conducted by Conner (2000) on developing global leaders of tomorrow, Jokinen
(2005) identified number of competencies for global leaders under six main categories as business
knowledge, ability to influence others, global mindset, strong personality, ability to motivate others and

entrepreneurial drive.

Mau (2016) identified seven important competencies for global leaders as open-mindedness, having
technical and business skills, cultural interest and flexibility, stress tolerance, ability to deal with
complex situations, possessing integrity and honesty and stable personality. Furthermore, Mau (2016)
referred six most identified global leadership competencies as flexibility, being open-minded, respect,

communication skills and motivation to learn new things.

According to Herd et. al (2016), despite having differences most competency models on the literature
mention the importance of having a global mindset, having skills to adapt cultural differences and being

open to learn new things for global leaders.

Current literature on global leadership competencies includes material that are very close to each other.
Most of the developed frameworks and conducted studies incorporate certain competencies, knowledge
and personality characteristics into the same model and suggest that global leadership competencies are
combinations of those for effective leadership. On the other hand, there are scholars who share the view
that there is still an existing gap on the literature on global leadership competencies and leadership

effectiveness that should be further explored.



2.3. Cultural Flexibility

The global workplace today is more diverse and dynamic than ever before. Organizations have
businesses, customers, and employees all over the world that require leaders to work across time,
distance and cultures. As a result, the leaders who work in global organizations are required to have the
ability to recognize cultural differences and effectively work across cultures (Prince & Deal, 2018). The
cultural differences have an impact on individual expectations, approaches, opinions and interaction
with others. Therefore, leaders should be able to figure out the differences and similarities between
themselves and other individuals that they work with in order to build and maintain relationships which
will enable them to work with effectively with others. (Prince & Deal, 2018). It is important for
organizations to have the leaders who can operate competently across cultures and able to adapt cultural
differences. These competencies are important due to the demand on the global leader to meet

expectation of followers in different countries and cultures to effectively lead.

Culture is defined as “the combination of common characteristics that affects the response of a human
group to its surroundings and it specifies the uniqueness of the human group in the same way as
personality specifies uniqueness of an individual” (Blaskova, 2015). Flexibility is “the individual's
ability to easily adapt and respond to changes, the ability to take fast actions and the adaptability of
behaviors and mental processes” (Blaskova, 2015). Shaffer et al. (2006) describe the cultural flexibility
as “the capacity to substitute cultural activities of one’s own with existing, distinct activities in a foreign
host country or foreign environment”. According to Maznevski & DiStefano (2000), cultural flexibility
contributes to the effectiveness of the leader when operating in global environments for longer periods

of times.

To effectively lead a diverse group of people, leaders need to have the knowledge of cultural background
of individuals in the group as well as ability to be culturally flexible. This will help leaders to respect
and accept the practices of people from different national, geographical, or religious background,
resulting a higher performance while leading in global context (Bonsu & Twum-Danso, 2018).
According to Blaskova (2015), global leaders must consider the cultural differences and they should be
able to react on the individual differences. Furthermore, global leaders should have the ability to
response flexibly on different demands, requirements, conflicts and misunderstandings arisen within
individuals in global environments. Moreover, existing research shows a positive relationship between
cultural flexibility and adaptability to new cultures and environments (Mendenhall & Oddou 1985,
Black, 1990, Arthur & Bennett 1995). Caligiuri et. al., (2019) concluded that individuals with a cultural
flexibility could effectively manage themselves, their relationships as well as business’ needs in a global

environment. Furthermore, cultural flexibility was described as one of the competencies that predicts



the global leadership effectiveness in previous research by Kayes et.al. (2005) and Maznevski &
DiStefano, (2000).

2.4. Cross-Cultural Experience

The cultural diversity of businesses requires leaders to ensure that they understand the cultural
boundaries. Most teams in global businesses are made up of people from different nationalities, cultures
and habits. According to Magala (2005) each culture has specific and unique patterns and interpretation
of behaviors and thoughts due to origins that are based on different social contexts and settings. As a
result, cross-cultural experience is one of the important competencies for a global leader working with
mixed group of individuals with diverse backgrounds, behaviors and values (Schneider & Barsoux

(2003).

To understand what competencies global leaders need to effectively lead, Hajro & Pudelko (2010)
conducted 70 interviews with leaders from five global companies. As a result of their study, they found
out that cross-cultural experience is one of the crucial competencies for a global leadership effectiveness.
According to Glick (2002), several researchers who studied relationship between leader's performance
in cross-cultural settings and cultural trainings and experience that the leader have, found out that there
is a positive relationship between cultural trainings, experience and leadership effectiveness. On the
other hand, Kealy (1989) and Cui & Awa (1992) based on their studies found out that cross-cultural
experience has a positive impact on the cultural adaptability of the leader, however it does not

necessarily have a significant impact on the leader effectiveness (Glick, 2002).

In a global business context, it can be suggested that leaders acquire cross-cultural experience by
communicating with people from different nationalities, coping with the cultural differences in global
teams, building relationships with each other and performing tasks that are on a global level (Kayes
et.al, 2005). Furthermore, Bandura (1977) also pointed out that individuals gain cross-cultural
experience when interacting with people with different cultures and nationalities. Business-initiated
activities such as travels to abroad or working with global assignments enable leaders to gain cross-
cultural experience that would contribute positively to their effectiveness (Caligiuri & Tarique, 2009;
Maznevski & DiStefano, 2000). According to Amir (1969), the more interaction the leaders experience
in global environments, the more positive attitude they will have towards people from different countries

and cultures.



2.5. Personality Characteristics

Existing research indicates that the global leadership effectiveness is linked to certain personality
characteristics (Costa & McCrae, 1992, Caligiuri, 1997, 2000, Gupta & Govindarajan, 2002, Morrison,
2000). Personality characteristics are natural tendencies of individuals to behave in such ways that are
stable and hard to change in a short period of time. These characteristics naturally lead individuals across
circumstances and environments to display behaviors and reflect what the individual does instinctively

(Sun & Shang, 2019).

Previous research indicates that Openness is linked to effective leadership meaning that open
individuals are more likely to succeed as leaders and would be more effective (Judge et.al, 2002).
Openness is a personality trait of the individual to the extent that the person is ambitious, creative and
willing to take risks (Caligiuri & Tarique, 2012). According to Caligiuri & Tarique (2009) individuals
with higher openness are more likely to be involved in international activities and therefore expected to
have a higher cultural flexibility due to their interest in participating in activities, exploring new ways
of doing things and meeting with new people. Furthermore, individuals with a higher openness are also
expected to have a higher tolerance to uncertainties due to their ability to become more confident to
adapt new situations. Previous studies have shown that the leaders that are open and have the ability to
deal with complexities are more likely to be efficient when leading in global environments (Lange,
2015). Openness will allow leaders to learn new things and to understand reasons behind certain ways
of behaviors and approaches of others. Furthermore, open-mindedness could lead to creativity and
innovation that is needed for leaders to solve problems in a global environment (Bonsu & Twum-Danso,

2018).

Stress and leadership are associated with one another in several aspects. High level of stress associated
with leadership role and tasks is often not observable (Harms et.al, 2016). Therefore, it is important to
recognize that leaders should have a stress tolerance to handle stress well, because they are expected to

face high level of stress while performing leadership tasks, especially in a global context.

Stress tolerance is the individual ability to manage stressful situations, insecurities and nervousness in
challenging situations. Most scholars have indicated that leaders who can successfully navigate
challenging situations have more effective decision-making capability (Harms et.al, 2016). According
to Barrick & Mount (1991) individuals with a high tolerance to stress have a steady and self-confident
attitude when dealing with uncertain situations. According to Harms et.al (2016), effective leadership
requires that the leader should be able to dedicate considerable effort and cognitive resources to analyze
problems and make decisions while maintaining the focus on the causes and circumstances that may

impact decision-making parameters as well as maintain low stress level (Harms et.al, 2016). Caligiuri



& Tarique (2009) stated that leaders with a higher stress tolerance could cope with challenging situations
with less stress and anxiety in global environments, as they would be more comfortable leaving their

comfort zone and maintaining a low stress levels while interacting with people.

2.6. Hypotheses based on Theory

In order to achieve the purpose of this research, five hypotheses are formulated based on the theory
presented. Although the identified competencies have a clear theoretical context to support their
connection to global leadership effectiveness, empirical work will be carried out using the selected

research method to test formulate hypotheses.

Hi: Cross-Cultural Experience is positively related to Global Leadership Effectiveness.
H2: Cultural Flexibility is positively related to Global Leadership Effectiveness.

H3: Openness is positively related to Global Leadership Effectiveness.

Ha: Stress Tolerance is positively related to Global Leadership Effectiveness.

Hs: Cross-Cultural Experience, Cultural Flexibility, Openness and Stress Tolerance are positively

related with each other.



3. Methodology

This chapter presents the selected research method, the motivation behind the selection and the

implementation of the selected method.

3.1. Structural Equation Modelling

In this research, Structural Equation Modelling (SEM) is selected as the research method. SEM is a
quantitative research method that involves set of statistical models designed to identify relationships
between multiple variables by using multivariate analysis technique as well as multiple regression
analysis (Hair et al., 2010). This method helps to analyze interrelationships between constructs,

dependent and independent variables.

SEM model consists of two main parts. First, the measurement model shows the combination of
individually measured variables to form a construct. Second, the structural model shows the relationship
between each construct. By using this method, researcher assesses the role of each measured variable in
representing its corresponding construct and measures how well the combined set of variables represent
the construct. As a result, researcher could estimate the relationship between constructs (Hair et al.,

2010)

There are three main characteristics of SEM make this method relevant for this thesis. Firstly, the
possibility to estimate multiple and interrelated dependence relationships that is created based on the
theory. This is particularly useful when the relation between global leadership and identified
competencies and personality competencies are evaluated. Secondly, the possibility to represent
unobserved concepts within the relationships that is being investigated. For example, cross-cultural
experience is mainly a reported phenomenon which is almost impossible to measure as tangible. Finally,
the ability to create a visual representation of the model by using a path diagram rather than having it
only in a form of mathematical equations is a useful tool to communicate the results of the research on

the leadership effectiveness in a global context (Hair et al., 2010).

3.2. Implementation of the method

Implementation of the SEM method includes both a structural model and a measurement model. In the
SEM method, variables are the items that are measured in detail via a questionnaire which cover all the
theoretical constructs presented. In traditional statistics, variables are considered as observable, since a
variable can take an exact value measured directly. However, in this study, the questionnaire is made of

constructs which are considered as unobservable. As a result, we use questions to measure them. They



are represented by the variables that come together mathematically to form the constructs. The

constructs and their relationships then form the structural model.

Step 1

In this step, the constructs were defined based on theory chapter. According to Hair et al. (2010), the
theoretical background is necessary for SEM method in order to get useful results and to be able to make
valid conclusions at the end of the research. Five constructs Global Leadership Effectiveness, Cross-
Cultural Experience, Cultural Flexibility, Openness and Stress Tolerance were selected for the

measurement model and structural model.

Step 2

In this step, the questionnaire was developed, and group of questions were linked to a respective

construct as the set of variables on a Likert scale.

Step 3

In this step, the questionnaire was sent to respondents to collect the empirical data. In addition,
preliminary analysis was also conducted to make sure that there is no missing data after the data

collection was completed.

Step 4

In this step, Exploratory Factor Analysis (EFA) is performed. It is performed on the collected dataset
by using IBM SPSS 26 software. The objective was to select the relevant variables from the questions
that explain the models best. To achieve this, explanatory factor analysis performs adjustments between
the theoretical constructs and the results of the questionnaire, before moving to Confirmatory Factor

Analysis (CFA).

Step 5

In this step, structural paths were drawn between constructs on the model and the structural model is
adjusted to reach an adequate fit. This step is called Structural Equation Modelling (SEM). Then, the
structural model validity was estimated in order to assess if the model is a good fit and meets the
predetermined criteria. This step is called Confirmatory Factor Analysis (CFA). CFA measures the
latent variables and compares the theoretical measurement with the model based on the reality (Hoyle,

1995). In this step, indicators such as Chi-square statistic, GFI (Goodness of Fit Index), CFI


https://ecologicalprocesses.springeropen.com/articles/10.1186/s13717-016-0063-3#ref-CR47

(Comparative Fit Index) are checked to confirm the model fit. By performing this action, it is confirmed
that the model with the remaining constructs are reflecting the answers in the questionnaire. The SEM
model drawn by using IBM AMOS 26 software and it is a reliable representation of the respondents’

view on the global leadership effectiveness.
Step 6

As the final step, the results were interpreted based on the proper interpretation of what global leadership
effectiveness entails and conclusions were made to understand what it means for the industry in terms

of global leadership and global leadership effectiveness.

3.3. Data Collection

The questionnaire was closely developed in line with the theoretical background to collect the data.
According to Harkness et al. (2003), there are three particular strategies in questionnaire design for a
reliable research: Re-use of questions that are relevant from the existing questionnaires, modification of
appropriate questions that have been used in questionnaires in existing research or creating entirely new

questions.

Following Hair et al. (2003), the questionnaire in this research is designed based on existing
questionnaires found in the existing literature. Questions relevant for each construct selected were
partially modified. This approach ensured saving time and guaranteed qualities based on previously
published results. In this early stage, the questionnaire was reviewed by the thesis supervisor to make
sure there is no redundancy and the necessary adjustments were made before the questionnaire was
distributed to the participants. The collection of data targeted a population of engineers, leaders and
managers working all in global environments with global assignments and involved in all the aspects
that the questionnaires covers. Participants of the questionnaire were consulted before they answer the
questions. Procedurally, the aim of the research and the questionnaire were clarified when distributed.
An online questionnaire was sent via personal emails to professionals who the researcher has an access
in own professional network and they are asked to participate in the questionnaire. At the end of the
questionnaire, the participants were asked to provide additional information about their educational
background, current position, gender and nationality in order to provide key information about the
sample population for this study. As it is shown on Figure 1, the questionnaire consisted of 25 questions

and set of questions were linked to a related construct. The questionnaire is provided in the Appendix.
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3.4. Sample Size

When using the SEM method, it is important to be aware of the sample size since statistical algorithms
that used in this method may not be accurate if the sample size is relatively small. It is therefore
important to consider how large a sample should be needed to produce accurate results. (Hair et al,
2010). On the other hand, although the determination of an acceptable sample size is a critical issue in
SEM method, there is unfortunately no exact conclusion in the literature about the appropriate sample
size for using the SEM method. According to Wang & Wang (2012), sample size of 100 to 150 (N=100
to N=150) is considered as a minimum sample size that is required for conducting SEM and getting
accurate results. Furthermore, simulation studies determine that sample size of 150 (N=150) as the

reasonable sample size for simple SEM models (Wang & Wang, 2012).
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3.5. The Population

The questionnaire was sent to total 400 people worldwide, mainly located in Europe, working in
organizations of different sizes and operating in a wide range of industries on a global level. At the end
of 10 weeks data collection period, the questionnaire generated 175 responses (N=175) that gave 43%
response rate. The respondents come from a total of 20 countries. As it is shown on Figure 2,

Respondents from Sweden (46%) and Turkey (23%) represent more than half of the sample collected.

Country Total P t
Respondents by Country ountry Total Percentage

Sweden 80 46%
Turkey 40 23%
Australia Poland 14 8%
0,
UK Ecuador Germany 10 6%
Norway | Mexico Romania 9 5%
ran
. Denmark 5 3%
India Spain
Denmark P India 5 3%
Romania Norway 5 3%
Germany Sweden UK 2 1%
Poland
oan Australia 1 1%
Turkey Ecuador 1 1%
Iran 1 1%
Mexico 1 1%
Spain 1 1%

Figure 2 Respondents by country

As show in Figure 3, more than half of the respondents have a management position (55%), while
remaining were distributed between specialist role (41%), entry-level position (3%) and entrepreneur
(1%).



Respondents by Position

u Entrepreneur ® Entry-level Manager ® Specialist
1% 3%

41%
55%

Figure 3 Respondents by position

More than half of the respondents (55%) have bachelor's degree, while the rest is distributed mainly
master’s degree (44%) and PhD level (1%) as shown in Figure 4. The responses are dominated by
respondents having a higher education, i.e. Bachelor's degree. This is due to targeting respondents to
have certain qualifications and education level since the level of education gives them access to their
current positions where they performed global assignments, global leadership practices as specialists,
leaders and managers. In terms of gender, most respondents were male, 74% of the total population, as

shown in Figure 5.

Respondents by Education

mBachelor mMaster = PhD

1%

449,
° 55%

Figure 4 Respondents by education

Respondents by Gender

® Female ®Male

26%

74%

Figure 5 Respondents by gender



3.6. Data Analysis

IBM SPSS 26 and IBM SPSS AMOS 26 software were used for deeper analysis and better

understanding of the collected data.

3.7. Ethical Considerations

Considering the research ethics, the participation of the questionnaire was made voluntarily, and
respondents were informed about the research purpose and intended use of the collected data (only for
academic purposes). Considering anonymity of the respondents, personal details such as respondent’s
name, age, current organization were not asked in the questionnaire. At the end of the questionnaire, the
participants were only asked to provide additional information about their educational background,
current position, gender and nationality to get an understanding of the sample population. When asking
for gender, additional option Prefer not to say was made possible to select instead of male or female to

give respondents to voluntarily share their gender.

3.8. Validity and Reliability

Validity is an important element of a research that indicates measurements are measuring what they are
supposed to measure (Bryman & Bell, 2011). As another important element of a research, reliability
refers to an extent to which the results can be produced again when the research is repeated under the
same conditions. In order to determine and strengthen the validity and reliability of this research, the
SEM research is proceeding in two steps: Firstly, the exploratory factor analysis (EFA). The exploratory
factor analysis was performed for testing the model and select the variables of the constructs that are
significant and remove those which are not. Secondly, the confirmatory factor analysis (CFA) which is
testing of the robustness of the model by verifying how much the constructs related to each other’s and
to explain the global leadership effectiveness. Indicators such as Chi-square statistic and GFI (Goodness
of Fit Index) were measured to confirm the model is fit. Those steps were explained in the analysis

chapter.



4. Analysis

This chapter presents the analysis and results.

[.I  Exploratory Factor Analysis

To identify the patterns and underlying relationships among measured variables, Exploratory Factor
Analysis (EFA) was performed on the collected dataset by using IBM SPSS 26 software as the first step

of the analysis.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) was measured for the dataset by removing
variables with lower loadings until an acceptable KMO value was reached. According to Kaiser &
Michael (1977), a dataset with KMO value greater than 0.8 is characterized as meritorious and it
indicates that that factor analysis would be appropriate for the dataset. KMO value of 0.822 was

achieved on the selected dataset as shown in Table 1.

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .822
Bartlett's Test of Sphericity Approx. Chi-Square 1892.990
df 171
Sig. .000

Table | KMO and Bartlett's Test Results

The exploratory factor analysis produced results shown on Rotated Component Matrix in Table 2. The
variables with the highest loadings and their corresponding factors have been identified by using Rotated
Component Matrix. 16 variables marked in yellow have a loading that is greater than or close to 0.76
and load to only one specific factor. As a result, the 16 variables and the 5 factors were selected to be

used for the CFA phase as the next step in the analysis.



Rotated Component Matrix

Component
1 2 3 4 5
G04 792
GO1 765
G02 744
w02 715
Wwol1 .708 410
WO05 .599 485
GO03 591 424
S02 .829
S04 814
S05 724
S03 721
S01 427 .656
003 .836
004 778
005 728
w03 796
w04 791
CF02 .808
CF03 746

Table 2 Rotated Component Matrix
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Kaiser (1960) recommends that components with the Eigenvalues at least equal to or greater than one
should be kept in the measurement model. The Scree Plot shown in Figure 6 also confirms that the
Eigenvalues of components 6-19 lower than one, meaning that these components could be excluded

from the model.

Scree Plot

Eigenvalue

1 2 3 4 5 G 7 8 g9 10 11 12 13 14 15 16 17 16 19

Component Number

Figure 6 Scree Plot

Furthermore, as shown in Table 3 Total Variance Explained, five factors kept in the measurement model

explain more than 74% of the total variance.

Total Variance Explained

Extraction Sums of Squared Loadings Rotation Sums of Sgquared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 5,338 33,363 33,363 3,106 19,414 19,414
2 2,150 13,437 45,800 2800 17,493 36,912
3 2,020 12,627 50,427 2,384 14,897 51,809
4 1,339 8,389 67,796 1,952 12,200 64,010
5 1,056 6,601 74,397 1,662 10,387 74,397

Extraction Method: Principal Component Analysis.

Table 3 Total Variance Explained

Furthermore, the total variance that is above 70% of the model confirms a reliable representation of
the data sample.
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.2 Confirmatory Factor Analysis

The Confirmatory Factor Analysis (CFA) investigates the model fit such as how well the proposed
model of the factor structure accounts for the correlations between variables in the selected data set. For
the CFA phase, IBM AMOS 26 software was used, and significant time spent on testing combinations
of variables based on the data set and all variables from the exploratory factor analysis were kept in the
measurement model for CFA. In order to achieve the best model fit, additional steps had been taken to
review loading weights and modification indices on the model. The validity of the measurement model
was measured with the acceptable levels of goodness-of-fit indicating how well the specified model
reproduces covariance matrix among indicators after each change (Hair et al., 2010). This step of the

analysis concluded that the measurement model is confirmed by the data.

[.3 Structural Equation Modelling

After performing EFA and CFA, SEM is applied by using IBM SPSS AMOS 26 software to further
explore the theoretical model and to evaluate the structural relationships between constructs. The
Structural Model was developed based on suggested hypotheses in the theory chapter in order to analyze
how Cross-Cultural Experience, Cultural Flexibility, Openness and Stress Tolerance are related to the
Global Leadership Effectiveness. Alternative structural models were developed by adjusting links
between the latent variables and modifying the structural model to explore various possibilities to test
suggested hypotheses and to get answers to research question with a good model fit. On the final
structural model Cross-Cultural Experience, Cultural Flexibility, Openness and Stress Tolerance

constructs were linked to the Global Leadership Effectiveness as shown Figure 7.
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Figure 7 Structural Model
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For Cross-Cultural Experience both variables W03 and W04 have loadings more than 0.5 (W03= 0.70,
W04=0.91). This shows that both variables are indicator of Cross-Cultural Experience which has a
strong impact on the Global Leadership Effectiveness. W03 represents competency to empower
multicultural teams to maximize their effectiveness and W04 represents to motivate others to work

together in international teams.

For Cultural Flexibility, both variables CF02 and variable CF03 have loading more than 0.5 (CF02=
0.53, CF03=0.86), meaning that both variables are indicator of Cultural Flexibility. However, CF03 is
stronger indicator of Cultural Flexibility than CF02. CF03 represents adapting different communication
styles according to requirements of people from different cultures. CF02 which has a lower impact on
the Cultural Flexibility represents the competency to know how to meet evolving needs and demands of

people from different cultures.

For Stress Tolerance, variables S02, S03, S04 and S05 have loadings more than 0.5 (S02=0.81,
S03=0.85, S04=0.56, S05=0.56) which shows that all variables are indicators of Stress Tolerance. S02
represents ability to focus under stress, S03 represents knowing how to meet challenges of stressful
business situations in an efficient way, S04 represents ability to control emotions under stress and S05
represents ability of a leader to allocate time between meetings, travels and high workloads without

getting stressed.

For Openness, all variables have loading more than 0.5 (003=0.61, 004=0.89, O05= 0.65) which shows
that all variables strongly indicate Openness. O03 represents leader's willingness to take risks, 004
represents being open to work in an environment that has different cultures and O05 represents using

imagination and creativity to come up with new ideas.

For Global Leadership Effectiveness all variables have loadings 0.5 or greater (G01=0.68, G02=0.75,
G04= 0.54, W01=0.89, W02=0.79) which shows that all variables are indicators of Global Leadership
Effectiveness. GO1 represents ability to successfully develop and execute strategic business plans on a
global level, GO2 represents having necessary knowledge and skills for latest technologies, G04
represents the competency to manage budgets on a global level, while W01 represents competency to
establish cost efficiency in multicultural work environments and W02 represents ability to demonstrate

broad business knowledge with multicultural awareness.
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Furthermore, according to standardized regression weights, the results showed that Cross-Cultural
Experience have a direct positive impact (0.61) on Global Leadership Effectiveness. Therefore, Hi:

“Cross-Cultural Experience is positively related to Global Leadership Effectiveness” is accepted.

Between Cultural Flexibility and Global Leadership Effectiveness, the results showed a very low
positive correlation (0.02), meaning that Cultural Flexibility has a positive impact on Global Leadership
Effectiveness, however on a minimum level when compared with other identified competencies in the
structural model. As a result, Hy: “Cultural Flexibility is positively related to Global Leadership

Effectiveness” is accepted.

Between Openness and Global Leadership Effectiveness, results showed a negative correlation (-0.06)
that is close to zero. This means Openness is a part of the global leadership characteristics, but it does
not have a positive impact on the Global Leadership Effectiveness, therefore it does not predict the
leadership effectiveness. As a result, Hs3: “Openness is positively related to Global Leadership

Effectiveness” is rejected.

Between Stress Tolerance and Global Leadership Effectiveness, the results showed a positive
correlation (0.27), meaning that Ha is supported by the model and Stress Tolerance has a positive impact
on the Global Leadership Effectiveness. This also shows that compared to Cultural Flexibility, Stress
Tolerance has a greater positive impact on the Global Leadership Effectiveness. Therefore, Ha: “Stress

Tolerance is positively related to Global Leadership Effectiveness” is accepted.

Covariances between constructs Cross-Cultural Experience, Cultural Flexibility, Openness and Stress
Tolerance had positive regression weights as well as p-values that are zero or close to zero, meaning
that there is a strong correlation between the constructs. This means that the model strongly supported
Hs. Therefore Hs: “Cross-Cultural Experience, Cultural Flexibility, Openness and Stress Tolerance are

positively related with each other is accepted.

Furthermore, statistical criterion was applied by using Critical Ratio (C.R.) in order to test loading
significance between each path. According to Hox & Bechger (1998), C.R. value greater than 1.96
indicates two-sided significance at the standard 5% level and supports the hypothesis. All covariances
between the constructs had C.R values that are greater than 1,96, meaning that the Hs is strongly

supported by the model.
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One of the greatest advantages of the SEM method is that it allows researcher to check how well the
structural model fits the given data set and checks if the model satisfies the model fit criteria. The
Goodness of Fit Index (GFI) of the model indicated a value of 0.794 meaning that it is close to 0.80 as
an indication of a good fit (Greenspoon & Saklofske, 1998, Forza & Filippini, 1998). The CFI value of
0.805 showed an acceptable value that is close to 0.90 for a good model fit.

The Root Mean Square Residual (RMSR) value of 0.086 further indicates that the data fit to the model
and it is acceptable according to cut off criteria which is less than 0.1 (Greenspoon & Saklofske, 1998).
¥2 test assesses if the overall model in terms of the discrepancy between covariance matrix and the
sample (Hair et.al., 2010). The results of the analysis showed that ¥2 value computed from the sample
is statistically insignificant (p-value<0.05) and therefore the model is supported and fits the acceptance

criteria (Hair et.al., 2010).
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5. Discussion & Conclusions

This chapter presents discussion and conclusions of the research, theoretical and managerial

implications and recommendations for the further research.

1.4 Discussion

Leaders of today have the challenge to lead in a complex, rapidly changing, multicultural context.
Leaders in most sectors lead on a global level and they are required to have the necessary competencies
to be more effective (Thorn, 2012). Existing literature on global leadership lists several necessary
competencies to lead to effectively in a global environment. However, a limited evidence was provided
to support the direct relationship between those competencies and the global leadership effectiveness
(Osland, 2015). The main research gap addressed in this research was the fact that certain studies have
listed global leadership competencies, however, they did not investigate the relation between those
competencies and the global leadership effectiveness. As a result, this study aimed to test empirically
the relation between identified global leadership competencies and personality characteristics in
predicting global leadership effectiveness. Based on the assumption that identified competencies from
the existing studies predict global leadership effectiveness five hypotheses were suggested in line with

the theory chapter and then tested by using Structural Equation Modelling.

In the analysis conducted, significant correlation was demonstrated between Cross-Cultural Experience
and Global Leadership Effectiveness, as well as between Stress Tolerance and Global Leadership
Effectiveness. Stress Tolerance is the individual ability to manage stressful situations, insecurities and
nervousness in challenging situations. Given the nature of the global environments and individual
differences, a leader with a higher stress tolerance could cope with challenging situations with less stress
and anxiety and maintaining lower stress levels while interacting with people. Furthermore, as it is
mentioned earlier, most scholars mentioned that the leader who can successfully navigate challenging
situations have more effective decision-making capability (Harms et.al, 2016). This explains the

significant correlation between Stress Tolerance and Global Leadership Effectiveness.

Moreover, Cultural Flexibility can be considered as a soft characteristics of global leader which is also
identified as the competency that predict Global Leadership Effectiveness. However, when compared
to Cross-Cultural Experience and Stress Tolerance, Cultural Flexibility has a lower positive impact on
the global leadership effectiveness. This supports results of previously conducted studies by Kealy
(1989) and Cui & Awa (1992) that found out that cross-cultural experience has a positive impact on the
cultural adaptability of the leader, however it does not necessarily have a significant impact on the leader

effectiveness (Glick, 2002). On the other hand, according to Blaskova (2015), global leaders should be
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able to understand cultural differences and able to react on the individual differences as well as should
have the ability to response flexibly on different demands, requirements, conflicts and
misunderstandings arisen within individuals in global environments. In contrast, results of this study

did not show a positive relation between Openness and Global Leadership effectiveness.

Results also revealed that the competency to empower multicultural teams to maximize their
effectiveness, as well as the ability to motivate others to work together in international teams are
essential competencies that have strong impact on the leadership effectiveness. Jokinen (2005)
mentioned that the ability to motivate others and having an entrepreneurial drive are important
competencies of global leaders. In addition, ability to successfully develop and execute strategic
business plans, having necessary knowledge and skills for latest technologies, competency to manage
budgets on a global level, competency to establish cost efficiency in multicultural work environments
and ability to demonstrate broad business knowledge with multicultural awareness were also found as
the essential competencies that predict global leadership effectiveness. This result is in line with the
important competencies identified by Mau (2016) such as having technical and business skills, cultural
interest and flexibility. These competencies have a significant impact on the global leadership
effectiveness since they are tangible ways to assess leader's success and effectiveness in a global
environment. Finally, the results of this study also confirmed the importance of having an ability to

focus under stress and control emotions.

As it is mentioned in the Theory Chapter, according to Amagoh (2009), the key roles of an effective
leader in a global environment include competencies to establish and strengthen values and
organizational goals, to develop strategies and lead changes to ensure organizational growth and
competitiveness. This shows that the results of this study and the existing literature supported each other.
Caligiuri & Tarique (2009) stated that the leaders with a higher stress tolerance could cope with
challenging situations with less stress and anxiety in global environments, as they would be more
comfortable leaving their comfort zone and maintaining a low stress levels while interacting with people.
This aligns with the identified essential competencies which are ability to focus under stress and ability
to control emotions under stress. In addition, the competency to adapt different communication styles
according to requirements of people from different cultures, competency to know how to meet evolving
needs and demands of people from different cultures, ability to use imagination and creativity to come
up with new ideas, willingness to take risks were also found positively related to global leadership
effectiveness, however with a slightly lower impact than the competencies that are strongly predicted

global leadership effectiveness.
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On the existing literature, Cross-Cultural Experience, Cultural Flexibility, Openness and Stress
Tolerance were mentioned as the predictors of Global Leadership Effectiveness. However, their impact
on the Global Leadership Effectiveness were not clearly mentioned. The results revealed that for the
population that took part in this study, Cross-Cultural Experience and Stress Tolerance were identified
as the strong predictors of Global Leadership Effectiveness, while Cultural Flexibility was found
positively related to Global Leadership Effectiveness but with a lower impact. What is meant by
“cultural” in the context of global leadership is the cultural differences of individuals in global
environments, different demands and requirements of people in international teams, cultural boundaries,
individual values and behaviors and cultural requirements of global teams and global assignments.
Besides the results regarding the lower positive impact of cultural flexibility, given the cultural diversity
of the global organizations, the leaders are required to ensure that they understand personal differences
due to cultural differences. Most teams in global environments consist members from different countries
and cultures, values and behaviors. Therefore, ability to understand requirements of the team members
and ability adapt to their communication styles and knowing how to deal with the changing needs and

demands would help leaders to increase their effectiveness when leading in global environments.

On the other hand, Openness was found negatively related to Global Leadership Effectiveness. Even
though the impact of Openness was negatively related to leadership effectiveness, this competency could
still be kept in mind by global leaders given the nature of global environments and leaders could benefit
from being open to exploring new ways of doing things and meeting new people. Previous studies have
shown that the leaders who are open and have the ability to deal with complexities are more likely to be
efficient when leading in global environments (Lange, 2015). Furthermore, openness will help leaders
to learn new things and could lead to creativity and innovation that is needed for leaders to solve

problems in a global environment (Bonsu & Twum-Danso, 2018).

1.5 Conclusions

In this research, the essential competencies for global leadership effectiveness have been investigated.
The purpose of this research was to identify the essential competencies for effective leadership in a

global environment. To meet the research purpose, following research question was formulated:
What are the essential competencies for effective leadership in a global environment?

The purpose of the research has been fulfilled by first identifying competencies for global leadership
effectiveness on the existing literature. Cross-Cultural Experience, Cultural Flexibility, Openness, Stress
Tolerance were identified as the essential competencies and personality characteristics that are related

to global leadership effectiveness. To further investigate the relationship between these competencies
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and the global leadership effectiveness five hypotheses were developed based on the theory. The
theoretical model was developed and evaluated by using Structural Equation Modelling (SEM) as the
research method. The data was collected from a questionnaire of 175 respondents worldwide, mainly

located in Europe.

Out of five hypotheses created, the statistics provided strong support to Hi, Hs and to Hs. Furthermore,
the model also confirmed a strong relation between Cross-Cultural Experience and Global Leadership
Effectiveness, as well as Stress Tolerance and Global Leadership Effectiveness. The results also showed
that Cross-Cultural Experience has the most impact on the Global Leadership Effectiveness. Among the
remaining two hypotheses, H, is also confirmed by the model, however indicating that Cultural
Flexibility has positive but lower impact on the Global Leadership Effectiveness. Due to the negative
relation between Openness and Global Leadership Effectiveness Hyis rejected. Finally, the model also
showed that there is a positive correlation between Cross-Cultural Experience, Cultural Flexibility,
Stress Tolerance and Openness that confirmed Hs. As a result of the study, the research question is

answered as follows:

The competency to successfully develop and execute strategic business plans on a global level, having
necessary knowledge and skills for latest technologies, competency to manage budgets on a global level,
competency to establish cost efficiency in multicultural work environments and ability to demonstrate
broad business knowledge with multicultural awareness are essential competencies for global leadership
effectiveness. Ability to empower multicultural teams to maximize the effectiveness and the ability to
motivate others to work together in international teams are essential competencies for Cross-Cultural

Experience which is a significant impact on the Global Leadership Effectiveness.

Ability to meet evolving needs and demands of people from different cultures, as well as ability to adapt
different communication styles according to different requirements of people from different cultures are
essential competencies for Cultural Flexibility, which has a positive but low impact on the Global
Leadership Effectiveness. The ability to maintain focus under stress, having a competency to know how
to meet challenges of stressful business situations in an efficient way, ability to control emotions under
stress as well as ability to allocate time between meetings, travels and high workloads without getting
stressed are identified as essential competencies for Stress Tolerance which has a significant impact on

the Global leadership Effectiveness.
All the identified competencies are also found to positively related to each other meaning that the greater

the leader have each essential competency, the greater the leadership effectiveness will be when leading

in global environments. The essential competencies will contribute the success of the leader in
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influencing followers towards the achievement of organizational goals, as well as enable the leader to

be more effective when leading in global environments.

.6 Theoretical and Managerial Implications

The results of this research have both theoretical and managerial implications. Firstly, this research
proved empirically and quantitatively the relationship between certain essential competencies and global
leadership effectiveness. Secondly, the results of the research contribute to the existing literature where
there is a limited amount of research that focus on understanding global leadership competencies and
their connection to leadership effectiveness. Finally, this report acts a guide for leaders who work in a
global environment and provides them knowledge about essential competencies that predict global

leadership effectiveness.

|.7 Limitations

Considering the sample size of the study and the population, larger sample size from an additional
population that consists individuals from different nationalities, industries and business areas could

increase the accuracy of the findings.

1.8 Recommendations for Further Research

As the further research, number of respondents for the questionnaire could be increased, and the
population could be divided into several sub-populations based on respondents’ business areas, roles
and leadership experience level, as well as their nationalities. In addition, scope of the research could
be extended by identifying additional competencies and personality characteristics on the literature to

be further tested by using the same research method.
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7. Appendix

The Questionnaire

(Likert scale 1-5)

Strongly Disagree Disagree Neither Agree nor Disagree

CFO01

CF02

CF03

CF04

CFO05

001

002

003

004

005

S01

S02

S03

S04

S05

Wwo1

w02

w03

W04

1 2 3

Question

Tunderstand that people from other cultures do not necessarily have same values
and views as people from my culture.

I know how to meet evolving needs and demands of people from different cultures.

I adapt different communication styles according to requirements of people from
different cultures.

I adapt easily to foreign locations and new cultural environments.

I help others to cope with changes in new cultural environments.

T avoid stereotypes and keep an open attitude towards new people.

I am open to learn new ways of working.

I am willing to take risks.

I am open to work in an environment that has different culture than my current one
I enjoy using my imagination and creativity to come up with new ideas.

I maintain my ability to lead people under stress.

I maintain my ability to focus on my work under stress.

I know how to meet challenges of stressful business situations in an efficient way.

I can control my emotions under stress.

I can allocate my time between meetings, travels and high workloads without
getting stressed.

I have a competency to establish cost efficiency in multicultural work
environments.

I demonstrate broad business knowledge with multicultural awareness.

I empower multicultural teams to maximize their effectiveness.

I motivate others to work together in international teams.
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Agree Strongly Agree
4 5
Measure
Cultural Flexibility
Cultural Flexibility
Cultural Flexibility
Cultural Flexibility
Cultural Flexibility
Openness
Openness
Openness
Openness
Openness

Stress Tolerance

Stress Tolerance

Stress Tolerance

Stress Tolerance

Stress Tolerance

Cross-Cultural Experience

Cross-Cultural Experience

Cross-Cultural Experience

Cross-Cultural Experience



W05

I manage group dynamics when conflict arises.

GO1 I can successfully develop and execute strategic business plans on a global level.
G02 I have necessary knowledge and skills for latest technologies.

GO03 I have necessary skills to communicate effectively on a global level.

G04 I have a competence to manage budgets on a global level.

GO5 I recognize that an efficient leader can deliver growth in highly complex contexts.
Additional Questions Measure

What is your education level? Please Select: Bachelor, Master, PhD, Other

What is your current position?

What is your gender? Please Select: Male, Female, Prefer not to say

Which country are you from? Please Specify
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Cross-Cultural Experience

Global Leadership Effectiveness

Global Leadership Effectiveness

Global Leadership Effectiveness

Global Leadership Effectiveness

Global Leadership Effectiveness

Please Select: Entry-level, Specialist, Manager, Director, Other



