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Recent research shows that interest in cross-cultural leadership is growing among organizational, ministerial, and academic institutional realms (Musamali & Martin, 2016), suggesting that developing cross-cultural leadership competencies can equip individuals to transcend national boundaries and produce more efficient outcomes. Further, research would suggest that  to compete in the 21st-century global marketplace, it is vital for organizational leaders to understand cross-cultural leadership. A review of the literature on contemporary cross-cultural leadership issues facing organizational leaders demonstrated the need to address the following question: What is the influence of cross-cultural competence and what is the impact in leadership effectiveness? Addressing this question may encourage educational, ministerial, and organizational leaders to promote cross-cultural competencies to equip their globalized workforce in achieving optimal and sustainable success. The purpose of this qualitative case study is to examine the influence of cross-cultural competence and its impact in leadership effectiveness. As the world evolves so must our understanding of leadership on a culturally diverse stage.
	Keywords: cross-cultural leadership, leadership effectiveness, leadership development, cultural intelligence scale, global mindset, globalization.
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[bookmark: _Toc511676351][bookmark: _Toc512837748]CHAPTER 1: CROSS-CULTURAL COMPETENCE IN LEADERSHIP EFFECTIVENESS
	Leadership is a vital component of all organizations, but its influence and functionality are getting more complicated due in part, to the rapid growth of globalization (Punnett, 2004). Therefore, cross-cultural leadership has developed as a way of understanding leaders who work in the newly globalized market (House, Javidan, & Dorfman, 2001). Cross-cultural leadership focuses on leaders who lead diverse organizational groups (Gemmell, Harrison, Clegg, & Reed, 2015). The psychology of cross-cultural leadership aims to comprehend how individuals of diverse cultures interact with one another in society (Abbe et al., 2007). According to Grisham (2009), “To lead effectively in a cross-cultural environment requires the acquisition and cultivation of basic human (emotional, social, and cultural), business, and cultural skills” (p. 153). This study will utilize interviews and surveys to develop case studies for five effective cross-cultural leaders from various organizational, educational institutions, and ministerial backgrounds. The ability to improve and sustain leadership outcomes in the face of various forces of change have been pushing organizations and institutions to undertake frequent change interventions on a global scale, which is why this work is important. 
[bookmark: _Toc509265675][bookmark: _Toc509428917][bookmark: _Toc509430481][bookmark: _Toc510629407][bookmark: _Toc510805411][bookmark: _Toc511411109][bookmark: _Toc511412188][bookmark: _Toc511412062][bookmark: _Toc511671692][bookmark: _Toc511676352][bookmark: _Toc512837749]Statement of the Problem
The problem is globalization has increased the urgency and need for leaders with cross-cultural competencies and skills (Musamali & Martin, 2016). Globalization requires leaders to work effectively with people who come from other parts of the world who have different cultural, political, and educational backgrounds (Javidan, 2013). In today’s global economy and interconnected world, cross-cultural competencies are critical to effective leadership (Dickerson, Castano, Magomaeva, & Hartog, 2012). Mumford and Barrett (2013) contend that effective leadership is the ability to influence a group of people toward achieving the desired outcome. Therefore, a global mindset has become a vital prerequisite for effective leadership (Ivy, 2017). 
The general problem of this research study is that organizations and educational institutions have failed to recognize the influence of cross-cultural competence, its impact in leadership effectiveness, as well as the importance of leaders’ exposure to cross-cultural relationships that will allow them to develop intercultural awareness, global leadership skills, and gain from experiences that may result in long-term organizational and societal benefits. An estimated 40-50% of doctoral students in the United States drop out of university before the completion of their study (Golde, 2005). This can be attributed to many factors including the professors’ inability to effectively lead in a cross-cultural setting. According to Gopal (2011) transnational faculty members only receive basic generalized cross-cultural training relating to student’s learning styles without adequate cross-cultural training to help in negotiating other cultures.
Student attrition can bring costs and consequences for governments, communities, as well as the students themselves (Lovitts, 2001). It becomes difficult for the government to recoup financial aid loans, grants, and subsidies awarded to students who fail to complete the program (Gardner, 2008). Communities and employers lose the potential future leadership skills that students could have brought to the table with a completed education. 
Our current society requires us to work alongside people from different countries and of different cultures. Livermore (2015) maintained that the demand from emerging markets is seen as the critical factor facing global business and that companies are entering the American economy at an unprecedented rate. Therefore, organizational leaders must be both locally and globally cross-culturally competent if they want to achieve optimal success in a globalized economy.
[bookmark: _Toc509265676][bookmark: _Toc509428918][bookmark: _Toc509430482][bookmark: _Toc510629408][bookmark: _Toc510805412][bookmark: _Toc511411110][bookmark: _Toc511412189][bookmark: _Toc511412063][bookmark: _Toc511671693][bookmark: _Toc511676353][bookmark: _Toc512837750]Purpose of the Study
[bookmark: _Toc509265677][bookmark: _Toc509428919][bookmark: _Toc509430483][bookmark: _Toc510629409][bookmark: _Toc510805413][bookmark: _Toc511411111][bookmark: _Toc511412190][bookmark: _Toc511412064][bookmark: _Toc511671694][bookmark: _Toc511676354]The purpose of this qualitative case study is to explore the influence of cross-cultural competence and its impact in leadership effectiveness. Although most organizations understand the need to be global, many organizations and academic institutions focus solely on building the infrastructure to do business globally but do not invest time and effort into identifying, selecting, and developing competent cross-cultural leaders (Torres, 2016). Consequently, examining cross-cultural competence and its influence on leadership effectiveness may provide organizational leaders with the tools to construct tailor-made training programs for leadership effectiveness. Moreover, studies by Kempner (2003) and Van Dyne, Ang and Livermore (2010) suggested that cross-cultural competency is critical to effective organizational leadership. Kempner’s study explored the relationship between cross-cultural competence and its influence on leadership effectiveness by selecting a group of retired college presidents to assess their cultural leadership skills. Through in-depth interviews, these former presidents mapped the course of their leadership through seven critical approaches: empowering, energizing, healing, inspiring, revealing, cultivating, and humanizing the organization and its participants. From these former leaders one understands further the complexity of cross-cultural leadership. Collins, Chou, Warner, & Rowley (2017) explored how cross-cultural working environment influences virtual team interaction and leadership effectiveness. The researchers found that virtual team members’ attitude towards social interaction within a team were significantly impacted by their own personal cultural values and individual competencies in dealing with cultural differences within a team created various leadership challenges.
[bookmark: _Toc512837751]Theoretical Framework
	This qualitative case study will be examined through the lens of the cultural intelligence theory. Cultural intelligence or cultural quotient (CQ) refers to the ability to function effectively across new cultures and settings characterized by diversity (Ang, Van Dyne, & Tan, 2011). CQ is conceptualized as a type of intelligence, which reflects an individual’s ability to deal effectively with people from different cultural backgrounds (Livermore, 2016). It is not to be confused or correlated with general intelligence (IQ). Early and Ang (2003) developed the construct of CQ based on contemporary theories of intelligence. Moreover, CQ is “Defined as an individual’s capability to function and manage effectively in culturally diverse settings, CQ is a multidimensional construct targeted at situations involving cross-cultural interactions arising from differences in race, ethnicity and nationality” (Ang et al., 2007, p. 336). 
In today’s multifaceted, globalized world, leaders need to develop CQ in order to adapt more effectively to a new cultural setting where people think and behave differently. According to Li, Mobley, and Kelly (2016), “It is crucial for global organizations to select and develop talents with higher levels of CQ or higher potential to develop CQ in order to remain competitive in an ever more challenging global environment” (p. 106). CQ is a consistent way to predict how a person will lead across cultures instead of basing their leadership potential on their age, gender, origin or their emotional intelligence (Livermore, 2016). Researchers of CQ seek to understand the construct of CQ and why some people are more effective than others, when adapting to new cultural settings (Earley, Ang, & Tan, 2006). Through the fascinating domain of CQ, many leaders have discovered an enriching way to gain a competitive cross-cultural leadership edge. According to Earley et al. (2006), CQ is an aggregate multidimensional construct. The theoretical design is a combination of four factors that determine one’s overall level of cultural intelligence: Motivational CQ, Cognitive CQ, Meta-Cognitive CQ, and Behavioral CQ (Livermore, 2016). 
	CQ Drive (motivational dimension) provides the energy and self-confidence needed to pursue the needed understanding and planning necessary for a particular cross-cultural task. A person’s CQ Drive defines their motivation for engaging with the cultural dimensions of a specific project. Leaders with high CQ Drive are motivated to learn and adapt to new and diverse cultural settings. Their confidence in their adaptive abilities will influence the way they perform in multicultural situations (Livermore, 2016).   
CQ Knowledge (cognitive dimension) provides the leader with an understanding of the basic cultural issues that are relevant to a specific assignment. CQ Knowledge identifies the cultural differences that will most likely influence a specific project. Leaders with high CQ Knowledge have a rich, well-organized understanding of culture and how it affects the way people think and behave (Livermore, 2016).
CQ Strategy (metacognitive dimension) is an individual’s cultural consciousness and awareness during interactions with individuals from different cultural backgrounds. CQ Strategy focuses on how to plan in light of the cultural differences. Leaders with high CQ Strategy cultivate ways to use their cultural understanding to develop plans for new intercultural situations. CQ strategy goes beyond the surface and dives into the subtle but powerful issues that often make or break our leadership (Livermore, 2016). As a result, CQ Strategy is the key link between our cultural understanding and behaving in ways that result in effective leadership.
CQ Action is primarily the outcome of our CQ Drive, CQ Knowledge, and CQ Strategy. CQ Action (behavioral dimension) provides us with the ability to engage in effective, flexible leadership for the task. CQ Action depicts how leaders will need to adapt their behavior to function effectively on a specific project. Leaders with high CQ Action can draw on the other three capabilities of CQ to translate their enhanced motivation, understanding, and plan of action (Livermore, 2016). 	
The four capabilities can be used to assess an organizational leader’s readiness for a cross-cultural assignment (Livermore, 2016; Earley, Ang, & Tan, 2006). These capabilities can also serve as four categories for diversity and inclusion programs, global management training programs, or for a leader’s personal development plan. Schein (2016) suggested that the unique talent of a leader is his or her ability to function effectively across cultures that are not akin to their own. Furthermore, Schein insisted that it is impossible to separate the impact of culture on leadership effectiveness.
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	What is the influence of cross-cultural competence and what is the impact on leadership effectiveness?
[bookmark: _Toc509265679][bookmark: _Toc509428921][bookmark: _Toc509430485][bookmark: _Toc510629411][bookmark: _Toc510805415][bookmark: _Toc511411113][bookmark: _Toc511412192][bookmark: _Toc511412066][bookmark: _Toc511671696][bookmark: _Toc511676356][bookmark: _Toc512837753]Nature of the Study
This research will utilize surveys and develop case studies based on the interviews with a population of eight cross-cultural leaders from various organizational, educational institutions, and ministerial backgrounds in the Greater Atlanta, Georgia area. The research methodology that is most appropriate to explore the research question is the qualitative method utilizing a case study design. Depending on their views, researchers choose the qualitative, the quantitative, or the mixed-methods methodology to conduct their research. The key difference in the methods is the manner in which each approach treats the data (Brannen, 2017). Instead of prematurely assuming that they have selected the most appropriate method, Mason (2017) suggested that a researcher should examine the reason for choosing a particular method. 
The qualitative research method allows a researcher to comprehend how people deal with everyday situations (Yin, 2018). The qualitative method is suitable for answering research questions that involve the analysis of a small number of cases with a large number of variables and attributes (Scott & Garner, 2014). Researchers use the qualitative method to collect data through interviews with open-ended probing questions, observation and focus groups to obtain in-depth information to help address the research question (Marshall & Rossman, 2016). 
The quantitative method is not a suitable approach for this study because the purpose of the research does not involve the testing of hypothesis, the use of statistical analysis or the investigation of the relationships between variables (Scott & Garner, 2014). The mixed method, which is a combination of the qualitative and quantitative methods, is suitable in situations where the sole use of either method cannot answer the research question (Creswell & Poth, 2018). The mixed method is not the most suitable method for a study of this nature because the combination of the two methodologies is not necessary to answer the research question.
The research design will be an exploratory case study. Researchers use an exploratory case study to understand the participants’ daily practice (Yin, 2018). Alternative designs for this study include phenomenology, grounded theory, ethnography, and the narrative design. Phenomenology is a method suitable for researchers who want to understand the participants’ learned behaviors across numerous establishments (Yin, 2018). Grounded theory helps researchers create a theory based on a phenomenon (Lewis, 2015). Ethnography is useful for understanding practices rather than a cultural phenomenon and the people (Baskerville & Myers, 2015). The narrative research will not be appropriate for this study because the aim of this study is not to reconstruct experiences and events (Daiute, 2014). An exploratory case study is the most appropriate design for this research study. 
The sample will be a purposeful selection of international organizational, institutional, and ministerial leaders. Data collection will include the use of semi-structured open-ended interview questions as the primary instrument to gather data, the examination of organizational documents relating to cross-cultural competency and training and survey using the Cultural Intelligence Scale (CQS). The CQS assessment of businesspersons, educators, and ministers who lead in cross-cultural settings will help to answer the research question. To accomplish this objective, I will utilize the CQS. Leung, Ang, and Tan, (2014) described the CQS as a “four-factor, 20 item cultural intelligence scale, which has shown similarity in factor structure and good internal consistency across multinational samples” (p. 495). The CQS will assess and measure participants’ international leadership potential, leader performance in culturally diverse teams, their psychological and behavioral outcomes in intercultural settings as well as their cross-cultural leadership effectiveness (Livermore, 2016). Furthermore, Thomas (2004), Deng and Gibson (2008) argue that the CQS is a key component of assessing cross-cultural leadership capabilities and leadership effectiveness. Yin (2018) recommended triangulation of multiple sources of data to enhance the validity of a study. Consequently, I will maintain objectivity in the research through triangulation of the above multiple sources of data.
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	The significance of examining the influence of cross-cultural competence and its impact in leadership effectiveness is that it will contribute to the literature on intercultural competencies and leadership efficiency. The rapid growth of the global economy has increased the need for leaders with cross-cultural skills (Ivy, 2017). Therefore, organizations and institutions are in desperate need of leaders who can work effectively in global leadership roles. Although Solomon and Schell (2010) stressed that research has shown that living and being immersed in a globally diverse environment is the most effective way to acquire intercultural leadership abilities and skills, this is not always practical. However, business leaders can develop cross-cultural skills through cross-cultural leadership training.
[bookmark: _Toc509265681][bookmark: _Toc509428923][bookmark: _Toc509430487][bookmark: _Toc510629413][bookmark: _Toc510805417][bookmark: _Toc511411115][bookmark: _Toc511412194][bookmark: _Toc511412068][bookmark: _Toc511671698][bookmark: _Toc511676358]	In the twenty-first century, there is no doubt that interest in cross-cultural leadership has gained popularity amongst organizational, ministerial, and academic institutional realms (Musamali & Martin, 2016). Developing leaders with cross-cultural leadership skills has become an essential subject of many corporations, universities (Gopal, 2011), and ministerial outlet (Lee, 2016). Employers, educators and church leaders may find the results of this study useful in developing strategies for encouraging a global mindset in the workplace and ministry. Results from this research may also help in customizing professional development programs to meet the demands of leadership for the 21st century.
[bookmark: _Toc512837755]Definition of Terms
[bookmark: _Toc509428924][bookmark: _Toc509430488][bookmark: _Toc510629414][bookmark: _Toc510805418]21st Century Skills: 21st century skills are competencies essential for success in the 21st century workplace, such as being able to work with international colleagues (Tucker, 2014). The skills fall into three categories: learning and innovations skills, digital literacy skills, and life and career skills (Trilling & Fadel, 2012).
Cross-cultural Competencies: The requisite skills that leaders need to manage and motivate a culturally diverse group to achieve organizational objectives (Ang et al., 2011). Cross-cultural competence has four major components: Awareness, attitude, knowledge, and skills (Pedersen, 1997). 
Cultural intelligence: Cultural intelligence refers to an individual’s ability to adapt and function effectively in unfamiliar cultural settings and settings characterized by diversity (Earley et al., 2006).
Cross-cultural Leadership: Cross-cultural leadership is the process where individuals of a culturally diverse group are purposefully guided, inspired, and motivated to achieve an objective through their shared knowledge (Akiga & Lowe, 2004).
Culture: Kluckhohn and Kelly (1945) defined culture as the beliefs, values, behaviors, customs, and attitudes that distinguish one group from another group. According to Hofstede (1980), culture is “the collective programming of the mind which distinguishes the members of one group or category of people from another" (p.25)
Global Education:  Global education is the learning process that expose students to the nature of global interdependence with the encouragement to maintain basic freedoms and respect for human rights, promote intercultural competencies, gain understating of concerns and subjects beyond national boundaries, enabling them to develop flexibility, adaptability, and empathy (Lehner & Wurzenberger, 2013; Mansilla & Jackson, 2011; Standish, 2014).   
Global Mindset: Global mindset refers to the degree to which an individual develops interest and seeks to understand about other cultures, providing the basis to interact effectively with individuals from diverse cultures (Mendenhall et al., 2012).
[bookmark: _Toc509265682][bookmark: _Toc509428927][bookmark: _Toc509430491][bookmark: _Toc510629418][bookmark: _Toc510805422]Globalization: Globalization is the international integration from the influence of advances in technology, organizational diversification, political and economic forces and increased migration (Livermore, 2011; White, 2015; Wilson, 2013).
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Researchers often collect data from multiple participant’s perspectives as in a case study (Morgan, Pullon, Macdonald, McKinlay, & Gray, 2017), and as such, rely on participants to provide accurate information. This study is voluntary, and participants may decide not to respond to interview questions and can withdraw at any time. The assumptions in this study is that participants will provide truthful and accurate information to help answer the research question. Researchers rely on the participants to provide comprehensive and honest responses to the interview questions in the data collection phase. Anonymity and confidentiality will be maintained in this study as recommended by Walliman (2017). I will protect participants’ and organization’s identity by using pseudonym and remove all identifiable features from the data.
[bookmark: _Toc512837757]Limitations
According to Yin (2018), limitations are issues that may affect the results of research through participant responses, potential biases, or weaknesses that may limit the transferability of the results or affect the validation of a study. Creswell and Poth (2018) stressed that limitations may influence the results of the study. One of the limitations of this study involves relying on the participants to self-disclose relevant information via interviews and surveys. Assuring participants that their information will remain confidential will help to mitigate potential issues related to this limitation. Another limitation of this study is the prior cross-cultural experiences of this writer and the belief that cross-cultural competencies may positively influence organizational outcomes. Taking steps to mitigate any potential bias by ensuring that the result of the study only reflects the viewpoint of the participants will circumvent this limitation.
[bookmark: _Toc512837758]Delimitations
Researchers determine the scope of their research. Delimitations refer to the scope or the boundaries that the researcher identifies or determines in the research design (Yin, 2018; Marshall & Rossman, 2016). A delimitation of this study is the restriction of the population to the greater Atlanta, Georgia area. Selecting the population from a bounded geographical area may not represent the experiences of leaders in other geographical regions and could potentially limit the transferability of the results of the study. An additional delimitation is that the research population will not be randomly selected; but will be selected by purposeful sampling to ensure that the participants possess the cross-cultural experience to meet the study criteria. This delimitation may limit the generalizability of the results of the study.
[bookmark: _Toc509265685][bookmark: _Toc509428930][bookmark: _Toc509430494][bookmark: _Toc510629421][bookmark: _Toc510805425][bookmark: _Toc511411117][bookmark: _Toc511412196][bookmark: _Toc511412070][bookmark: _Toc511671700][bookmark: _Toc511676360][bookmark: _Toc512837759]Summary
Global leadership remains at the forefront of all businesses and institutions today (Torres, 2016). The purpose of this of this study is to examine cross-cultural competence and its influence on leadership effectiveness. Exploring this topic may help to equip the next generation of leaders with a global mindset and the cultural intelligence tools that will ultimately benefit our society. The new reality of organizational diversity has increased more opportunities than challenges for 21st century organizational leaders (Ivy, 2017). The most suitable way for leaders to leverage these newfound opportunities within the American culture is to globally evolve. Based on the review of literature which will be presented in the next chapter, developing cross-cultural competencies produce life-changing experiences that positively influence people, organizations, communities, and drives social change. This study will contribute important knowledge to the field of leadership regarding how to develop the cross-cultural competence of the 21st century organizational leader.  The acceptance of this qualitative research proposal will hopefully contribute to the ongoing global academic humanitarian services of the institution and others who strive to meet the challenges of developing global cross-cultural leaders for the ministry and the marketplace.


[bookmark: _Toc509265686][bookmark: _Toc509428931][bookmark: _Toc509430044][bookmark: _Toc509430495][bookmark: _Toc509434764][bookmark: _Toc510189446][bookmark: _Toc510189482][bookmark: _Toc510629422][bookmark: _Toc510805426][bookmark: _Toc511411118][bookmark: _Toc511412197][bookmark: _Toc511412071][bookmark: _Toc511671701][bookmark: _Toc511676361][bookmark: _Toc512837760]CHAPTER 2: LITERATURE REVIEW
Cross-cultural competency is an essential skill for organizational leadership in the interconnected global society of the 21st century (Macartney, 2016). The review of literature is a critical aspect of the research that allows the researcher to incorporate current knowledge on the topic (Fry, Scammell, & Baker, 2017). A literature review offers the reader information on the existing body of knowledge on the research subject. This review of the literature identified common key themes and findings from several writers and researchers who explored organizational leadership practices and programs that influence leaders’ cross-cultural competencies from a global perspective. 	
[bookmark: _Toc510189447][bookmark: _Toc510189483][bookmark: _Toc510629423][bookmark: _Toc510805427][bookmark: _Toc511411119][bookmark: _Toc511412198][bookmark: _Toc511412072][bookmark: _Toc511671702][bookmark: _Toc511676362][bookmark: _Toc512837761]Culture
According to Hofstede (1980), culture is the collective programming of the mind that differentiates individuals of one group from another. Taras, Steel, and Kirkman (2011) defined culture as the shared beliefs and values that separate one cultural group from another. Kluckhohn and Kelly’s (1945) definition of culture is the beliefs, values, behaviors, customs, and attitudes that distinguish one group from another. Torres (2016) noted that cultural awareness is the foundation of communication, and it involves the ability to become aware of cultural values, beliefs, and perceptions.
Torres (2016) recognized that the global cultural evolution of business and technology calls for a new type of leader to combat the elements of change. The global economy requires a new set of leadership skills that were not as critical a decade ago (Gundling, Hogan, & Cvitkovich, 2011). Leadership behaviors that appear effective within one situational context may be ineffective in another (Avery, 2004). According to Livermore (2016), leaders from around the world recognize that some of their most significant business opportunities lie in new cultural markets requiring cross-cultural leadership competencies, such as intercultural awareness and emotional intelligence. “Emotional intelligence focuses on a leader’s ability to work effectively with people by paying attention to the emotions of others, cultural intelligence focuses on a leader’s ability to function effectively with people from different cultural backgrounds” (Van Dayne, Ang, & Livermore, 2010, p. 133). However, Torres argued that an understanding of cultural differences and cultural dimensions in a general sense is not enough on its own to achieve cross-cultural leadership effectiveness, suggesting that a leader must also be culturally intelligent. 
[bookmark: _Toc510189448][bookmark: _Toc510189484][bookmark: _Toc510629424][bookmark: _Toc510805428][bookmark: _Toc511411120][bookmark: _Toc511412199][bookmark: _Toc511412073][bookmark: _Toc511671703][bookmark: _Toc511676363][bookmark: _Toc512837762]Cultural Intelligence Theory 
The theoretical framework guiding this study is the cultural intelligence theory. Cultural intelligence, or CQ, refers to the ability of individuals to function effectively across new cultures and contexts characterized by diversity (Ang et al., 2011; Ng, Van Dyne, & Ang, 2012). Cultural intelligence offers leaders an opportunity to gain a competitive edge in leadership. According to Livermore (2016), rather than evaluate a leader’s potential according to his or her age, gender, origin or emotional intelligence, CQ is a reliable method to predict how an individual will lead across cultures. Ng et al. (2012) discussed that researchers who focused on cultural intelligence aimed to understand the concept of CQ and to discover why some individuals are more effective than others in adapting to new cultural settings.
Cultural differences can generate significant complications in the workplace. Institutional and organizational leaders can improve their cross-cultural skills by developing their CQ (Adair, Hideg, & Spence, 2013). Adair et al., (2013) stressed that cultural intelligence not only provides a foundation for comprehending cultural differences but also offers methods of handling cross-cultural encounters in various sectors of our society.
[bookmark: _Toc510189449][bookmark: _Toc510189485][bookmark: _Toc510629425][bookmark: _Toc510805429][bookmark: _Toc511411121][bookmark: _Toc511412200][bookmark: _Toc511412074][bookmark: _Toc511671704][bookmark: _Toc511676364][bookmark: _Toc512837763]The Cross-Cultural Phenomenon
The phenomena surrounding cross-cultural management and leadership has influenced educational institutions, ministries, and corporations all over the world to seek out cultural intelligent leaders. Soderberg and Holden (2002), referred to cross-cultural management as the method of managing individuals from diverse cultural backgrounds and controlling how their cultural differences may influence meeting organizational objectives. The advent of globalization combined with the increase in mergers and acquisitions means that leaders are now required to collaborate and work effectively with people from different cultures and diverse backgrounds. According to Paletz, Miron-Spektor, and Lin (2014), cultural differences arise because of demographic characteristics such as ethnicity, gender and nationality. Cultural differences can also be accentuated from educational and professional background. Paletz et al. (2014) maintains that cultural differences extend beyond national boundaries or global regions but includes differences between subgroups. The differences that exist among various groups and subgroups of individuals have created awareness in the challenges as well as the opportunities of multiculturalism in leadership.
[bookmark: _Toc510189450][bookmark: _Toc510189486][bookmark: _Toc510629426][bookmark: _Toc510805430][bookmark: _Toc511411122][bookmark: _Toc511412201][bookmark: _Toc511412075][bookmark: _Toc511671705][bookmark: _Toc511676365][bookmark: _Toc512837764]Cross-Cultural Leadership
Cross-cultural leadership is the process where individuals of a culturally diverse group are purposefully guided, inspired, and motivated to achieve an objective through their shared knowledge (Akiga & Lowe, 2004). According to Avolio, Walumbwa, and Weber, (2009) other leadership styles such as servant and transformational leadership which focus on the interpersonal characteristics of leadership are not suitable for leading individuals of a culturally diverse group. Cross-cultural leadership begins with understanding culture’s role in people’s thoughts, attitudes, and behaviors (Livermore, 2015). 
Cross-cultural leadership focuses on the leader’s ability to listen, accept different views and opinions and persuade rather than dictate. According to Chunang (2013), “To keep pace with the rapidly changing environment, leaders need more interpersonal skills to meet current and future challenges” (p. 8). Torres (2016) maintained that at the center of this multicultural leadership phenomenon is effective communication and reminds future leaders about the risks of not learning cross-cultural leadership skills, such as developing self-awareness, appreciating individual differences, understanding cultural stereotypes, building effective communication skills, and developing non-verbal.  
Torres (2016), Ivy (2016), and Grisham (2009) made a compelling case as to why organizations should provide cross-cultural training prior to sending employees on international assignments. Advances in the global economy have critical implications for leadership development (Torres, 2016). Ivy and Grisham reported that there are core leadership dimensions that are universally effective regardless of the ethnicities, the culture, the economic environment, the structure of the firm, or the complexity of a project or program. Those core dimensions are trust, empathy, transformation, power, and communication (Grisham, 2009; Ivy, 2016). 
Companies are entering the American economy at an unprecedented rate. Therefore, organizational leaders must be locally and globally cross-culturally trained to achieve optimal success in a new globalized economy (Torres, 2016). The traditional assumption that great leaders are born, not made—has been debunked by numerous leadership scholars (Goffee & Jones, 2016; Grisham, 2009; Hodges & Gill, 2015; Nirenberg, 2002; Olson & Simerson, 2015; Rosenbach, Taylor, & Youndt, 2012; Yukl, 2013). As with other leadership disciples, cross-cultural leaders can be provided with the skills and competence required to become more effective leaders.  It is important that scholars continue to research the relationship between cross-cultural leadership and other disciplines utilizing different methodological approaches. 
It is widely known that leadership is practiced differently across cultures and can create tremendous financial opportunities if an individual is willing to learn a new culture. However, leaders of diverse organizational groups can encounter a host of issues. A leader can overcome the challenges of cultural diversity by learning how to become a skilled cross-cultural leader (Grisham, 2009). “It is essential that leaders learn the origins of their global follower’ values and beliefs since followers from different countries will behave differently and therefore have different motivations” (Torres, 2016, pp. 5-6). Furthermore, understanding the influence of culture on leadership is essential in developing and facilitating effective leaders (Kumar & Chokar, 2013; Marquardt, 2011). Torres (2016) maintained that as the world becomes interdependent and interrelated, it has become the norm for a leader of one country to lead followers from another country—whose values and ethics may be different. 
According to Alves, Manz, and Butterfield (2005), effective leadership today is reliant on an understanding of attitudes, beliefs, and behaviors of followers and is seen as a multidisciplinary field that is concerned with integrity, ethics, truthfulness, and moral orientations. Salacuse (2006) argued that effective leadership is much more than merely showing the way—effective leadership includes the ability to persuade or cause persons to whom the way is shown to move willingly in that direction. Musamali and Martin (2016) added that cross-cultural leadership is the process where individuals of a culturally diverse group are guided and encouraged to achieve a goal by influencing to their shared knowledge and meaning-making systems.
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The cultural aspect of leadership is critical in leading effectively (Livermore, 2016). The 21st-century leader must possess a host of essential qualities and be cross-culturally competent (Ivy, 2017). Recent research on the influence of leadership provided by Deng and Gibson (2009) and House et al. (2001) focused on the traditional aspect of organizational leadership. However, the advent of globalization has made communities more inter-connected, according to Halverson and Tirmizi (2008). Musamali and Martin (2016) suggested, it is therefore, necessary for organizational leaders to possess more than the traditional leadership skills for effective leadership in a growing global economy.  
Some organizational leaders develop cross-cultural competencies from working abroad. Dragoni’s et al. (2014) research on international work experiences and cross-cultural leadership development analyzed 231 organizational leaders and revealed that the time they spent in global work experiences positively influenced their cross-cultural leadership competency skills especially in areas such as conflict resolution, negotiation and multicultural team leadership.
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Multicultural teams typically comprise of people from various origins, with diverse cultures, values and identities. According to Brett, Behfar, and Kern (2006), the diversity of the team creates an environment with the potential for conflict. Numerous scholars have noted that the actual or perceived differences among the team members may lead to various types of conflict because of their different perspectives (Arman & Adair, 2012; De Dreu & Weingart, 2003). Fewer than 15% of cross-cultural team managers have cross-cultural competencies according to Caligiuri (2013). Therefore, managing conflict in a cross-cultural setting can be challenging without cross-cultural competencies (Inceoglu & Bartram, 2012).
Conflict may arise in the workplace due to difference in employees’ personality and cultural. Although continual collaboration encourages team members to ignore their demographic dissimilarities according to Long, Zang, and Chen (2014), organizational leaders often have to study the conflict situation and the personality of individuals involved before deciding on a suitable conflict management approach. When combined with other leadership skills and approaches, cultural intelligence is effective in managing team conflict to ensure successful cross-cultural team collaboration to achieve organizational goals and maintain sustainability (Inceoglu & Bartram, 2012).
To meet organizational goals as well as increase and sustain competitive advantage, it is important to maintain successful collaboration among cross-cultural organizational teams (Al Mamun & Hasan, 2017). However, many organizations struggle to achieve successful collaboration (Boughzala & De Vreede, 2015). Unsuccessful collaboration can negatively affect team performance and profitability in an organization. Cross-cultural team leaders can apply cultural intelligence to understand the cause of conflict. The lack of cross-cultural competency could lead to persistent tension and conflict within a multicultural team (Al Mamun & Hasan, 2017).
Bachmann (2006) insisted that although teams comprised of individuals from diverse cultural backgrounds process a better potential for innovation in creating solutions to international business problems because of differing opinions and perspectives, they also possess the largest challenge due to potential task conflict. In agreement, Mayer and Louw (2012) added that the different value systems that exist within a group increases the likelihood of conflict than a monoculture group. As such, many organizational leaders endeavor to enhance their cultural competency skills to manage multicultural teams (Inceoglu & Bartram, 2012). With adequate cross-cultural competency leaders may be able to manage conflict, increase collaboration among multicultural or international teams, and work effectively with people of different cultural background to achieve the organizational goals. By developing their cultural intelligence skills, and increasing cultural awareness, organizational leaders can better understand the team members’ values, beliefs, culture, and influence team members’ behavior. 
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CQ is an important leadership competence in managing global cross-cultural teams when leading within the organization, as well as in conducting negotiations with foreign business partners outside the organization (Min, Magnini, & Singal, 2013). Research indicates that there is a higher number of failures in business negotiation among expatriates who are not exposed to other cultures when they represent their organizations in other countries (Tungil & Peiperl, 2009; Min et. al, 2013). Relationship building among foreign business associates and effective communication can be enhanced by global leadership skills through cross-cultural competency. Expatriate failures due to the lack of cross-cultural competency can negatively affect an organization’s profitability. Tungil and Peiperl (2009) reported that the cost to an organization sometimes exceeds four times the expatriate’s salary. Research by Earley (1987) illustrated that providing expatriates with interpersonal training results in positive work performance. Likewise, findings from Abdul-Malek and Budhwar’s (2013) study reported a relationship between cultural awareness and expatriate’s work performance. Business leaders who enhance their cross-cultural competency skills can develop a greater understanding of a foreign business associates’ culture, beliefs, and values. It is important to understand a business partner's culture. Unless business leaders learn about the cultural values of their business associates from other cultures, it may be challenging to successful complete business transactions.
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Cross-cultural competence is an important means of cultivating leadership effectiveness and is a spirited tool in creating a therapeutic organizational team atmosphere. Therefore, being able to collaborate and interact with individuals and teams from diverse cultural background is a critical skillset for future business leader. Rahim (2011) reported that multicultural teams often fail to accomplish organizational goals due to poor communication. As styles of communication vary across cultures, it is vital for leaders that manage multicultural teams to adapt their style of communication and behaviors to achieve effective communication. Using cross-cultural competencies to adapt their communication style could help multicultural team leaders improve communication and lead effectively—not only in organizational settings (Hoeppner, 2015). 
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	Cultural intelligence and has gained traction as a viable theory of cross-cultural competence and has become a vital tool for educational leaders (Goh, 2012; Triandis, 2008).  According to Goh (2012), Lopes-Murphy (2014), and Naughton, (2010) the majority of cultural intelligence research within a specific context has been conducted in international business and other leadership fields. However, research in the field of cultural intelligence in academic settings has been limited (Lopes-Murphy, 2014; Naughton, 2010) which supports the need for a research of this nature. 
Results from a recent study on the relationship between cultural competence and effective leadership in higher education in the United States and Kenya showed that there is a relationship between cultural intelligence and effective leadership practices (Musamali & Martin, 2016). Effective cross-cultural leadership is important in educational institutions. Therefore, it is important for effective colleges and universities to employ academic professionals who can adjust to different environments quickly and work with co-workers of other cultures. One major element influencing the importance of cross-cultural competence in educational leadership is increased globalization. Educational leaders need to be able to engage and influence faculty, students, and stakeholders from different cultural backgrounds (Woodland, 2016). Integrating cross-cultural competencies in leadership development programs could improve leadership effectiveness.
	Cross-cultural competency has been recognized as an important educational goal for academic leaders (Javidan, Dorfman, de Luque, & House, 2006). A fundamental objective of developing cross-cultural competencies is to improve leaders’ knowledge about other cultures. Learning about other cultures may help educational leaders facilitate international academic collaboration. 
Multi-institutional partnerships and international academic collaboration with universities across the world is not a new concept. In the early 1980s, government policy in the United Kingdom (UK) encouraged British universities to recruit more international students because they recognized that Britain lagged behind the US and Australian universities as it related to cross-cultural education. As a result, high enrollment throughout Asia and continental Africa surged in the late 1990s (Wiley & Root, 2003). Universities in Kenya, Tanzania, Uganda, South Africa, and elsewhere in Africa addressed these demands by partnering with American universities—“to facilitate the necessary educational reform and curriculum transformation to meet the needs of the increased enrollments” (Semali, Baker, & Freer, 2013, p. 53). Given the importance of this topic, the volume of literature describing cross-cultural competencies that influences educational leadership effectiveness appears to be relatively light. 
	A qualitative case study on multi-institutional partnerships and international academic collaboration by Semali et al. (2013) uncovered that numerous pilot programs aimed at improving higher education from North America, Australia, Great Britain, and Europe failed in Asia and Africa not just because the infrastructure, academic tools, and technology were not readily available in the regions at the time, but mostly due to the leadership’s lack of cross-cultural competence. Cogburn and Levinson (2003) stated, 
Ideally, the possibilities of engagement were limitless for academicians collaborating internationally with colleagues in other institutions and settings. Among other benefits, the principal expectation was that international partnerships provide professional development opportunities for faculty and administrators, interaction among students, enhancements to the curriculum, increased effectiveness in achieving educational goals, and even provide efficiencies that result in financial savings. (p. 53)
A transformative experience can take place within the institution when multiple cultures exist. Interacting with students and administrators with different cultural backgrounds, work ethics, and worldviews make individuals more aware of their cultural identity (Woodland, 2016). Thus, increasing educational leaders’ cross-cultural competence is vital in a diverse educational setting. Institutional leaders become more effective in their environments when they can manage cultural gaps in the workplace. Cross-cultural competence may also be useful to educational administrators in facilitating international campus expansion, to faculty staff in collaboration with other institutions in research and scholarly publications, as well as recruiting or attracting foreign students.
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Diversity is essential to any organization or institution—including ministry. Guder (1998) asserted, “The gospel is always conveyed through the medium of culture” (p. 18). Ministries, regardless of their denomination or congregational level that fail to understand the impact of training cross-cultural leaders will be blindsided by their own biases and prejudices (Wright et al., 2015). 
According to Gundling, Hogan, and Cvitkovich (2011) competent cross-cultural leaders are fundamentally the foundation of an effective global ministry. Ayee (2013), for example, stated that the training and preparation received by missionaries’ supports them in responding positively to cross-cultural challenges they encounter while on assignments. Wright’s et al., (2015) quantitative research study addressed this issue; suggesting that, it is disconcerting that in the 21st century racial segregation remains a defining characteristic of the social organization of American Christianity. Furthermore, according to the National Congregations Study (2014), 80% of congregations in America draw at least eighty percent of their members from a single racial or ethnic group. Wright’s et al. (2015) found that “ninety-one percent of all mainline Protestants are white as are eighty-six percent of evangelical Baptists” (p. 185). Moreover, almost eighty percent of all African-American Christians are clustered in seven major black denominations, and the remaining twenty percent are mostly in predominately black congregations (Emerson & Smith, 2000). These statistics speak to the binding relationship between cross-cultural leadership and cognitive psychology.  
Olson and Simerson (2015) defined cognitive psychology as the study of perception, creativity, decision-making, and thinking. The application of cognitive psychology helps cross-cultural leaders manage their biases and blind spots—which is extremely beneficial when applied to diverse relationships. In essence, cognitive psychology aids the cross-cultural leader as it relates to exploring and understanding how to interpret and interact in diverse environments.       
To be effective in diverse environments, leaders could benefit from an understanding of how their personal leadership style and behavior may differ from other cultures. Leaders who understand their strengths and weaknesses as it relates to cross-cultural competence may become more effective. Whether attempting to influence an individual or a nation, cross-cultural leadership competency is of paramount importance (Olson & Simerson, 2015).  
A large population of people in the world grew up as unicultural individuals who learn how to live and work with people who are like themselves (Javidan, Bullough, & Dibble, 2015). Therefore, it is not surprising that many churches today remain racially divided. However, the global world of business today has brought many different unicultural individuals together, expecting them to work in multi-cultural and cross-cultural environments ("GMI”, 2017). “Given the pace of globalization, organizations increasingly need leaders who can work effectively in global roles” (Javidan et al., 2015) utilizing a global mindset.
Javidan et al. (2015) focused on the global mindset and its relationship to the effectiveness of cross-cultural leadership. Javidan’s et al. research suggested that for global leaders to succeed, they would need a strong global mindset, a multifaceted construct that enables them to influence individuals from different cultural, political, and institutional systems. However, “Individual leaders rarely encompass all the qualities required for effective leadership in a global context and therefore share different leadership responsibilities with others based on leadership needs and the unique skill sets of each leader” (Javidan et al., 2015, p. 59). Cross-cultural leadership raise meaningful issues—matters of purpose, intent, priorities, and actions (Olson & Simerson, 2015). By increasing their cross-cultural leadership competency ministers have a better opportunity to be more effective and make a difference in the world.
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The intercultural marketplace requires a different type of leader to meet the demands of a global society. Cross-cultural leadership has become a phenomenon that is vital to the future success of organizations, academic institutions as well as ministry. Therefore, the usefulness of the social and behavioral sciences behind cross-cultural leadership is a worthy topic for research. Today’s cross-cultural, competitive, and global business environment has made it necessary for continuous learning. Organizational leaders who do not encourage cross-cultural learning end up hindering their efforts to effectively lead in a globalized world (Rosenbach, Taylor, & Youndt, 2012). Leaders with cross-cultural competence seek opportunities from diverse partnerships, and flourish in diverse teams because of the cross-cultural partnerships generate creative energy in the leaders and the people they work with (Olson & Simerson, 2015).
Chapter 2 of this study presented the current literature relating to cross-cultural competency as it relates to leadership, as well as a discussion on the evolution of cultural intelligence. The chapter also highlighted the importance of cross-cultural competence in organizations, ministry and education.
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This chapter includes the research method and design suitable to explore cross-cultural competencies and its influence on leadership effectiveness, a discussion on the rationale for the research method and design, the population, and justification of the sample size. This chapter will also address issues relating to trustworthiness as well as data collection and analysis. The chapter will conclude with a discussion of ethical considerations in research.
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	The research method for this study will be a qualitative exploratory case study. According to Yin (2018), utilizing case studies for qualitative research purposes remains one of the most challenging of all social science endeavors. Qualitative research is a form of social inquiry that focuses on the way people interpret and make sense of their learned experiences and the world in which they live by studying a phenomenon within the social and cultural context in which they occur (Mason, 2017; Salkind, 2016). According to Scott and Garner (2013), “Qualitative research is best suited for answering research questions that lend themselves to the analysis of a relatively small number of cases but a large number of attributes/variables” (p. 9).  
The research design will be an exploratory case study. Researchers use an exploratory case study to understand the participants’ daily practice (Patton, 2015; Yin, 2018). Alternative designs for this study include phenomenology, grounded theory, ethnography, and the narrative design. Phenomenology is a method suitable for researchers who want to understand the participants’ learned behaviors across numerous establishments (Yin, 2018). Grounded theory helps researchers create a theory based on a phenomenon (Lewis, 2015). Ethnography is useful for understanding practices rather than a cultural phenomenon and the people (Baskerville & Myers, 2015). The narrative research will not be appropriate for this study because the aim of this study is not to reconstruct experiences and events (Scott & Garner, 2014; Daiute, 2014). An exploratory case study is the most appropriate design to examine cross-cultural competence and its influence on leadership effectiveness. Case study methodology was selected because collecting data from multiple sources such as interviews, surveys, and a review of organizational documents relating to cross-cultural training may enhance the validity of the findings.
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The sample of five participants for this study will be from a population of eight leaders with cross-cultural leadership experience in higher education and ministerial backgrounds. The population consist of the total potential participants, and the sample represents a subset of the total population (Salkind, 2016). The participants for this research will consist of individuals who meet the inclusion criteria. The use of purposive sampling help researchers deliberately selects participants who can provide the information to answer the research question (Patton, 2015). A researcher can determine the selection of sample based on the research question. Yin (2018) recommended that researchers select participants who can provide information from their experience or contribute their knowledge relating to the phenomenon. Consequently, participants for this study will be leaders who can provide information from their experience to answer the research question on the influence of cross cultural competence and leadership effectiveness. 
Although in qualitative research, there is no precise standard for determining the size of the sample, Malterud, Siersma, and Guassora (2016) and Patton (2015) recommended that researchers ensure that the sample size is diverse and sufficient to answer the research question. Yin (2018) suggested that a small sample size of two or three might be sufficient to explore a phenomenon. Therefore, the sample for this study will consist of five participants. Data saturation is an important part of qualitative research and determines the size of the sample (Patton, 2015). Data saturation is achieved when the data that the researcher collects from additional interviews does not expose additional information (Walliman, 2017). To achieve saturation in this study, participants will be interviewed until additional interviews do not provide new information.
After approval to proceed with the research is granted by the Institutional Review Board (IRB), communication to verify eligibility and to describe the purpose of the study will be sent to potential participants who meet the inclusion criteria. The communication with potential participants will include a copy of the consent form (Appendix A) and interview protocol (Appendix B). The purpose of the consent form will be explained to the participants before the commencement of the interview.
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This use of interview is popular in qualitative research and researchers often serve as the data collection instrument (Creswell & Poth, 2018; Mason, 2017). The data collection for this study will consist face-to-face interviews that will be audio recorded, surveys, and document analysis. The questions contained in the interview protocol (Appendix B), will help to obtain the data to examine the influence of cross-cultural competence and its impact on leadership effectiveness. Yin (2018) recommended that researchers use an interview protocol to guide the data collection process. The validity and reliability of the data collection process can be increased by applying methodological triangulation and member checking to confirm the accuracy of the transcribed interview (Mason, 2017).
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In the data analysis phase the data that will be collected from the interviews, surveys and organizational document review will aim to gather in-depth information, which will then be analyzed by thematic coding to generate key themes and patterns linked to the research objective as suggested by Creswell and Poth (2018). By identifying phrases and words, a researcher can discover themes and patterns (Yin, 2018). The phrases and words will be used to create codes and categories to identify themes and patterns relating to cross-cultural competence and cultural intelligence to help address the research question.
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Credibility in research refers to the accuracy of the researcher’s data. A researcher can enhance credibility by ensuring that the data collected is accurate, with no distortion, errors or bias (Scott and Gardner, 2014). The use of member checking to confirm participants’ responses will help to decrease any misinterpretation of responses that participants provide. The data from interviews, surveys and organizational documents will be verified for accuracy by the participants through member checking to increase the credibility of the findings.
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A transferable research one that can be transferred to other settings. The use of sufficient sample can enhance the transferability of the results of a study and allow for and data saturation (Creswell & Poth, 2018). A researcher can increase transferability in a study using systematic sampling to establish inclusion and exclusion criteria, and dependability by triangulation by maintaining an audit trail (Walliman, 2017). The use of purposive sampling by deliberately selecting participants who have similar background and experience relating to cross cultural competency will increase transferability. Triangulation will be achieved by collecting data from multiple data source and the use of reflexive journal will ensure confirmability.
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Reserchers must maintain ethical principles. Obtaining informed consent from participants helps to promote ethical principles in reseaerch (Patten & Newhart, 2017; Yin, 2018). To maintain ethical principle in this study, participants will receive informed consent 
(Appendix A) and have the opportunity to review the form, clarify their role, and ask any questions before consenting to participate. Training and certification from the National Institute of Health ( Appendix C) will ensure the adehrance to ethical guidelines by protecting participants and ensuring their well-being. Participants will be advised that participation is voultary, no compesation or incentive will be provided, and that they can elect to elect to withdraw from the reserch at any time. All data relating to this study will be kept confidential and securely stored to protect the identity of participants and the participating organizations.
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This research paper provided an overview of the most recent literature on transformational and cross-cultural leadership. Leadership is a multifaceted topic and given the pace of globalization, organizations and institutions need leaders who can work effectively and proficiently in global leadership roles (Javidan et al., 2006) utilizing cross-cultural organizational skill sets. Cross-cultural leadership preparation and development can make a significant difference in the world. Therefore, the purpose of this writer’s research is to examine how developing cross-cultural leaders can positively influence organizational outcomes. 
There is a high demand for cross-cultural leaders in various sectors of society. The research question addresses a contemporary leadership issue and highlights the lack of cross-cultural training and patterns of cross-cultural behavior that have yielded ineffective results. The significance of the proposed study should prepare cross-culture leaders for the marketplace. 
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My name is Xavjah Streeter. I am a Ph.D. candidate at Beulah Height University. You are invited to participate in this study to examine cross-cultural competence and its influence on leadership effectiveness. You were selected because you meet the selection criteria of leaders with cross-cultural experience. The study will consist of an open-ended interview and a survey. The interview is anticipated to last for 45 minutes and the survey will take approximately 30 minutes to compete. 
There is no known risk for participating in this study. There will be no incentives or compensation for participating. Although you will not benefit directly from participating in this study, you may contribute to the information known about cross cultural competence and its influence on leadership effectiveness. I am the sole researcher and will be the only person with access to the identity of study participants. Any information you provide for this study will be confidential, securely stored and disposed. 
If you would like to discuss your participation, you can contact me at (404) 333-4006 or via e-mail at bhu11149@students.beulah.edu. You can also contact Beulah Height University at telephone number below. Your signature on this form means that you understand the information presented, and that you want to participate in the study. You understand that participation is voluntary, and you may withdraw from the study at any time.

____________________________                              __________________________
Signature of Participant                                                Signature of Researcher


_________________________                                    __________________________
Date                                                                              Date
Contact information for Beulah Height University:
Phone: 404-627-2681 
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Name of Participant: ________________________________________________________
Interview Date: ____________________________________________________________  
Thank you for your voluntary participation in this research. My name is Xavjah Streeter and this study is part of the requirements for my Ph.D. in leadership at Beulah Height University. The purpose of this research is to examine cross-cultural competence and its influence on leadership effectiveness. This interview will be for approx. 45 minutes. I am going to review the consent form and answer any questions you may have before you sign it. I will like to remind you that any information you provide for this research is confidential, and you can choose to withdraw from the research without any penalty.
With your permission, I will record the answers that you provide to the interview questions, and after the interview, I will transcribe your responses. You will have the opportunity to review my transcript to ensure that I accurately recorded your viewpoint. It may be necessary for a follow-up interview to clarify additional information. Do you have any questions? I now would like to proceed to recording this session.
Interview Questions: 
These following interview questions will help to answer the research question.
1. What is your position with the organization/institution?
2. Please describe your background, experience.
3. How did you rise to your position?
4. How would you identify an effective cross-cultural leader?
5. What kind of cross-cultural training did you receive when you started with this organization/institution? How did the training you received help to prepare you as a cross-cultural leader? If not, what would you add or include in your organization’s training of cross-cultural leaders?
6. Do you have any other information to add?
Thank you again for your participation. Please contact me if you have any questions.
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