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Empathy and Adaptiveness are Essential Qualities
Yet the Key for Cross-Culturally Effective Leadership is Reactiveness
Abstract
Considering how international and diverse business units have become in recent years, research specifically focused on leadership in multi/cross-cultural teams are surprisingly limited. For instance, research on the overlap of cross-cultural leadership and feminine style leadership is extremely hard to come by. In order to contribute to the efforts of further understanding the research topic area, this exploratory study was carried out. Based on five in-depth interviews with carefully profiled respondents and considering the extant literature, we propose a model that point to factors impacting effective cross-cultural leadership and multi-cultural team performance. We aimed at identifying relevant executive competencies to engage in effective cross-cultural interactions. The study suggests a number of theoretical propositions that may be further developed into hypotheses and tested in the future. 
Empathy and Adaptiveness are Essential Qualities
 Yet the Key for Cross-Culturally Effective Leadership is Reactiveness
1. Introduction
Regardless of the size of enterprise or where it is located, the topic of talents that can perform and deliver results internationally has never been heatedly discussed as much as today. In an increasingly globalized world, the issue of finding, developing and retaining effective international managers is a key objective for all organizations regardless of its origins and activities. The purpose of the research is to explore the competences that leaders should possess in order to effectively lead multinational teams (MNTs). 
Within this context, this paper reports the findings of a pilot study regarding skills and competencies that are common when comparing the two domains of cross-cultural*
 leadership and feminine leadership. Based on our results, nine leadership competencies common to cross-cultural leadership and feminine leadership were revealed. These competencies are believed to contribute directly to effectively leading a cross-cultural team. The research is aimed as a contribution to International Human Resource (IHR) practices and trainings for Multinational Corporations (MNCs) as well as expanding the research in the area of Global / Cross-cultural Leadership.
The literature suggested that several different factors were important for effective performance of multicultural team leaders. This study aims to build a profile of those who are considered good MNT leaders while trying to group and label the competencies according to their gender traits. Following the literature review in the next section, a methodology section justifies the use of our in-depth interview based approach. The analysis section explains the process and outcome. Next, a discussion section highlights findings that led to the construction of our proposed model. Limitations and implications of the study are considered before looking at the proposed model in the conclusion section.
2. An Overview of the Literature
Figure 1 suggests that the overlapping competencies (commonality) of Cross Cultural Leadership (CCL) and Feminine Style Leadership (FSL) is what directly impacts the MNT leader to lead an effective MNT. The implication here is that cross-cultural teams or MNTs that perform effectively, is lead by a MNT Leader who possess a certain set of leadership competencies which makes him effective in the global arena. One key competency that had overlapped in the literature was “Empathy”. Empathy is listed as one of the desired mental characteristics in Global Leadership Competency (Jokinen, 2005) and it is a key feminine sex-role trait (Grant, 1998; Eagly, Johannsen-Schmidt &van Engen, 2003). According to Merriam-Webster Dictionary, the definition of empathy is “the feeling that you understand and share another person's experiences and emotions” and/or “the ability to share someone else's feelings.”
Pritchard (1999) as well as Connerly (2008) state that competencies are the knowledge, skills, abilities, personal characteristics and other factors of a person, that help determine outstanding performance from average performance. 
In general, cross-cultural research tends to point out that different cultural groups have different conceptions of what leadership should involve. However, Hajro and Pudelco’s study (2010) among others show that attributes associated with charismatic and transformational leadership are universally endorsed as contributing to outstanding leadership. Unfortunately, as pointed out by Hajro and Pudelco (2010), we have noted that research that is specifically focused on leadership in MNTs is, with only a few exceptions, still conceptual, anecdotal or based only on single-country samples. This indicates that it is still in a very early stage of development. 
Joshi and Lazarova (2005)’s study identified four competences for effective leadership that were considered to be important by respondents who were either MNT members or MNT leaders across multiple locations. The four competencies were: communication; direction and goal setting; motivating and inspiring; and facilitating teamwork. Further, they proposed communication and goal setting as being ‘core competences’ of effective MNT leadership. Many also suggest that MNT leaders need to be able to map, bridge and integrate the different perspectives of MNT members, which can be linked to Cultural Intelligence (CQ) (Maznevski and DiStefano, 2000). Matveev and Nelson (2004) claimed that in particular, leaders of MNTs must be good cross-cultural communicators in order for a team to perform well. 
When we discuss women and leadership, generally, people tend to only consider female leadership. Female leadership refers to the women being the leader. The leader’s gender is a female in female leadership. However, when we say a “feminine style of leadership”, this means that the leadership can be asserted by either gender, male or female but the style of leadership we are talking of is female oriented. By a feminine style of leadership we are talking of a leadership style which is categorized as being feminine rather than masculine. In other words, a feminine style of leadership is a leadership style with competencies that involve feminine traits.
Having explored various literature on female leadership and cross cultural leadership, we can say that a feminine leadership style could be more appropriate for an intercultural communication setting. We clearly see a trend of researchers arguing that female managers are naturally apt for international positions due to their communal nature. In a study by Westwood and Leung (1994), female expatriates were reported to believe that women benefited from being more interpersonally aware, empathetic, sensitive and sociable compared to men. Gurthrie et al (2003) found that a greater proportion of women were selected into an expatriate assignment compared to men based on personality traits. 
In reviewing extant literature, we had attempted to define the key factors and their impact on multicultural team leaders. Based on this information, a study model had been constructed as shown in Figure 1. The left side lists the competencies as primary variables, which were picked up from the literature related to CCL and FSL.  The constructs that underpin the two dimensions are listed in the top and bottom square; Global Mindset and Cosmopolitanism for CCL, and Perceptions of Social Roles in Society for FSL. 
One definition of Global Mindset is “… the ability to influence individuals, groups, organizations, and systems that have different intellectual, social, and psychological knowledge or intelligence from your own.” (Cohen 2010, p.7) “Cosmopolitan” has a similar meaning with Global Mindset. According to Hannerz (1996), Cosmopolitans possess the ability to make way into other cultures through their skills in listening, looking, intuiting, and reflecting. A person who is cosmopolitan is defined by their "willingness to engage with the other, openness toward divergent cultural experiences, [and a search] for contrasts rather than uniformity."  (Hannerz 1996, p.107) “Perceptions of Social Roles in Society” refers to how people view or expect different genders to be or act in society.
3. Methodology
Research Design
A qualitative exploratory study was deemed appropriate to investigate our research question as previous studies are limited and some complexity is expected (Ghauri & Gronhaug, 2010). Qualitative case study research establishes a research area for clarifying greater insight into boundaries and phenomena while empirical research requires experimental data (Yin, 2003). Eisenhardt (1989) suggests that case study research may lead to a more informed basis for theory development in a newly developing area of research. The strategy of using case studies, in this case a qualitative exploratory study, provides data for building theory (Glasser & Strauss, 1967) that contributes to existing knowledge by analysis from another perspective. And in scientific discovery, model building is the logical stage where it is critical to raise the possibility of new perceptions (Bhaskar, 1978).
In-depth interviews based on a semi-structured questionnaire, and a traits questionnaire were conducted with five senior-management level business professionals based in Dubai. All respondents were referred to the researcher as being a “Good MNT manager or leader” by other international business professionals. We followed Miles and Huberman (1994), McCraken (1988) and Yin (2003) for the preparation and implementation of in-depth interviews. 
A template analysis of the interviews was conducted in order to find what people focus on when discussing what are important in leading MNTs and whether there were any concepts and traits missed in the reviewing the relevant literature. “Semi-structured interviews can yield a large volume of textual data, and the principles of thematic analysis are based on looking for patterns within the data” (Ward et al., 2012, p. 305).The template analysis is a way of thematically analyzing qualitative data. It involves the development of a coding template, summarizing themes identified from the transcripts. It is not the aim of template analysis to prove or disprove a certain expectation, but to sort out and develop the perceptions and thoughts of the people interviewed. The analysis can go beyond describing a set of data by interpreting the themes or patterns which arise in connection with specific research questions (Braun & Clarke, 2006). 
In order to get a grasp of whether people who are considered good MNT leaders rate themselves more masculine or feminine oriented, a small questionnaire based on the traits identified in the Athena Doctrine study by Gerzema & D’Antonio (2013) was also conducted during the interviews.
Respondent Profiling and Selection

The criteria for selecting participants in the study was that at least one international business professional (friends & colleagues) recommended the person as being a good MNT leader, and that the person works with a team that has at least four different cultural backgrounds.
The choice of respondent profile aimed at ensuring that he/she was perceived as having experience on successfully conducting cross-cultural interactions. The interviewees had varied backgrounds but all were under 45 years old with the average age of 38. All had extensive international working experience having lived in at least two different countries prior to their current residence in Dubai. Figure 2 shows a summary of the interviewees’ profiles. Due to one interviewee wanting to withhold their name, we have indicated in the study, only the initials of all the interviewees instead of their names. 
In addition to the in-depth interview guidance, we have followed some recommendations for “elite interviewing” (e.g., Gaskell, 2000; Kvale, Steinar & Svend Brinkmann 2008) due to the seniority of the interviewees. The interviews all lasted around one hour and three were recorded and fully transcribed. Two interviews were done without a recorder and their inputs reported here are based on interview notes. The questions were developed based partially on published questionnaires (e.g. Ang et.al, 2007; Brett et.al, 2006: Joshi & Lazarova, 2005; Halverson& Tirmizi, 2008; Jokinen, 2005). We aimed to have questions well targeted and relevant for this project, which enables us to engage well in conversation with the interviewees.
Sample and Process
Of the 12 people that were recommended, we contacted seven for this pilot study, out of which five individuals were interviewed. All the interviewees were based in Dubai, U.A.E. as a result of the nature of the sampling criteria for this study (i.e., snowballing or asking working professionals to recommend others to be interviewed). Due to schedule conflicts and time constraints, two interviews fell through. All the interviews for this pilot study were made face-to-face so as to also observe their body language and attitudes. Each interview begins with a short description of the purpose of the interview as well as an overview of what to expect. The interviewee was then assured that the interview was voluntary, and the interviewee could choose to ask questions, refuse to answer or end the interview at any time. Next, following the interviewee’s consent to audio record the interview, the interviewee is asked to describe their background and international experiences.

Location – Dubai, U.A.E
Dubai possesses a large international workforce for almost all sectors. It is a hub with many headquarters of MNCs for the region. The United Arab Emirates (U.A.E) is known to be heavily reliant on foreign labor to sustain economic growth and high standard of living. Demographically, approximately 80% of the population is comprised of expatriates with Indians representing more than 50% of the total national population (MPI Data Hub, 2005). In such environment, there exist in abundance, internationally oriented business professionals who can attest to how it is to work with, and within MNTs. Arabic is the national and official language in the UAE while English is used as a second language. 
Questionnaire

As mentioned previously, a small questionnaire was conducted at the end of each interview using the traits identified in The Athena Doctrine study (Gerzema & D’Antonio, 2013). In their book, Gerzema and D’Antonio (2013) set out to define masculine and feminine traits in an understandable way and then measure the public’s attitudes about these traits. They surveyed 64,000 people in 13 countries and in the study, 32,000 people around the world were asked to classify 125 different human behavioral traits as either masculine, feminine or neither (Gerzema & D’Antonio, 2013).
We used 119 traits from the Athena Doctrine study for the questionnaire. (See Appendix for the list) This questionnaire was carried out to test out what competencies the interviewees thought were important when in a MNT leadership role, and whether the interviewees were more feminine or masculine based on their own rating of their traits. Three separate sheets of paper were prepared with each a list of feminine, masculine or neutral traits on them (Not indicated to the interviewees as such). The interviewees were asked to first take a look at each of the there sheets, and choose five the traits from the feminine and masculine traits sheets and three traits from the neutral traits sheet they thought were important for a multicultural team manager.  They were asked to then rate then in order of importance: 1 being most important, and 5 (or 3) being least. This was repeated for the other two separate sheets. Then, going back to the first sheet, the interviewees were asked to score themselves on the traits they identified with a number between 1 to 10 where 10 was excellent and 1 being poor. A simple sum of the scores for each of the traits indicates whether the interviewee views him/herself stronger in possession of important masculine or feminine traits for MNT leaders.
4. Analysis
Template Analysis
All the interviews conducted were completed in around one hour. Out of the five interviews, three were transcribed manually and the resulting interview transcripts were between 12 and 15 pages long with an average length of 14 pages. Each transcript contained between 2756 and 4392 words, with an average of approximately 3591 words. 
The most time consuming questions were the following two questions: Q.3) Can you describe your international experience to date? And Q.10) any challenges / difficulties you’ve faced leading cross-cultural teams? Looking back, the two questions could be seen as the connecting for the interviewees to the subject. These questions required each interviewee to reflect back on their personal experiences to describe or explain to us their history and situation, thus naturally each participant took their time recollecting. 
All the interviews were analysed using a template analysis procedure. “The greatest advantage of template analysis resides in the fact that it is a highly flexible approach that can be modified for the needs of any study in a particular area.” (King, 2004, p. 268) The disadvantages on the other hand is that templates may be too simple to allow any depth of interpretation, or too complex to be manageable, which King attributes to the lack of literature on the technique.
By comparing our usage of template analysis to usages by other researchers, we can see that there are different implementations of the approach. For example, Carey et al. (1996) were trying to do the template analysis in a much stricter way. They quantitatively tested the code template and also made a detailed statistical assessment about the application of the code template in the coding process. We did not have such a formal approach to template analysis. Instead, we have tried to use it more as a creative thinking technique to sort out the underlying themes and what the real data was telling me apart from the themes already identified in my literature review.
We have followed King’s advice on creating the initial template: “Main questions from the guide can serve as higher-order codes, with subsidiary questions and probes as potential lower-order codes. This is most effective where the topic guide is fairly substantial and (in qualitative terms) structured, with the interviewer defining in advance most of the topics to be covered.” (King, 2004 p. 259)
Miles and Huberman (1994) also advocate a provisional start list of categories generated from the research questions. Many scholars advocate the use of reliability checks by peers as a method of enhancing rigor in coding such as Cohen and Crabtree (2008). However, it could be construed that due to the interpretive nature of the analysis, different individuals will most likely interpret the data sets differently.
The development and modification of codes in this study reflected both Burnard (1991), and Miles and Huberman's (1994) techniques of data reduction and clustering. The initial template consisted of five highest order codes sub-divided into lower order codes. From there modifications were made as the analysis of the transcripts and notes progressed. “The extent of sub-division broadly reflects depth of analysis.” (King, 2014, p.261) King (2004) admits that is possible to go on modifying and refining definitions of codes almost ad infinitum. But the decision about when a template is “good enough” is unique to each particular project and the particular researcher. The final template is as shown in Figure 3. 
Here, we would like to point out the highlights from the theme of “Working with MNTs,” as the rest will be discussed more under the Discussion section. When specifically asked whether they preferred to work in a MNT than in a homogenous team, all answered yes. The reasons varied from an enriching experience to being a challenge, but a common underlining theme was that because it makes one look at different perspectives due to the diversity. 
All five agreed that a MNT manager is more skilled than those who manage homogenous groups because of the need to understand cultural aspects. AR summed it up as: “… on top of managing a team with different personalities, you also have to manage the cultural aspect and the communication aspect on top, which definitely increases your skill level on that side. And it opens your prospective and horizon.” IP pinpointed the superior soft skills; “… there is more emotional intelligence, yes there can be a better way to communicate, sensitivity towards the different cultures – in that side yes, there is a bigger advantage for MNT managers.”
Questionnaire Outcome
Figure 4 shows the summary of the questionnaire outcome. 
The analysis for the questionnaire was straightforward: the total scores the interviewee rated themselves on the feminine (FEM) and masculine (MAS) traits were compared. All the respondents scored higher on the feminine traits. The average score for the feminine traits were 39.2 where as the masculine traits were 35.8. The average score for neutral traits were 22.8. As for the actual traits that were pointed out as being important for a MNT manager/leader, we see a high overlap considering the respondents had chosen top 5 traits each from a rage of around 40 to 65 traits for the feminine and masculine traits, and top 3 from a set of 13 traits for the neutral (NEU) traits. Figure 5 shows the frequency of traits that were repeated by the interviewees for this questionnaire. We will discuss the traits (skills and competencies) that were most pointed out in the next section.
5. Discussion
Common backgrounds of the interviewees revealed through the interviews were note worthy: (1) All have had international exposure (be it being born to dual national parents or immigrating, receiving education/internships abroad) living in a foreign country other than their country of origin, before they were 20. (2) All have lived in more than 2 countries prior to being posted to the U.A.E. (3) All speak more than 3 languages (Multilingual). (4) All have married a foreign partner and have children. (5) All consider that they have close friends who are from different international backgrounds.

Regardless to say that coming from a mixed background helps in being culturally more aware and empathetic to cross cultural situations. Also having the experience of living in different countries and being multilingual contributes to one being culturally sensitive as well as positively affecting one’s cross cultural communication skills (Schwieger et.al, 2003; Jokinen, 2005; Ang et.al, 2007; Story et.al, 2014). It maybe that due to their being interracially or inter-culturally married, the interviewees clearly have honed their general cross-cultural skills better than an average business professional.  For example, by working out their differences with their spouses and making their children integrated to two or more different cultures of each parent as well as the current living environment, they are all faced with cultural differences on a more personal level.

A clear picture emerges from the interviews for what an international professional considers essential for a multicultural team leader. Over all there was a strong consensus that MNT leaders need to be good listeners and be attentive. The interviewees also considered, as described by Graen & Hui (1999), that a MNT leader is effective when they can transcend cultural differences and bring together various groups. The skills and competencies that are necessary to do the above match the keywords that kept reappearing in the interviews were: Good Listening skills, Flexible, Adaptive, Attentive, Cultural Awareness, Sensitive and Empathy. Considering the gender of these traits following the categorization done in most literature including the Athena Doctrine (2013), we can consider that when it comes to MNT leadership, feminine traits are more vital. When discussing conflict within MNTs and how to deal with them, all of them said that they would use “collaboration” as a means to handle the conflict. “Collaboration” is categorized as traditionally a feminine trait (Gerzema & D'Antonio, 2013) but in the Athena Doctrine, it was perceived as being a more neutral trait by the people of today.
From the result of the questionnaires, we see that all five respondents agreed on one competency from each trait. From the feminine traits it was “Adaptive”, from the masculine, it was “Natural Leader” and the neutral trait was “Collaborative”. More than 4 of them also chose “Flexible” and “Good Listener” from the feminine traits while “Confident” was chosen from the masculine traits and “Intelligent” from the neutral traits. (See Figure 5) Referencing back to the interviews on these five key words, we find that four traits are referred to, but “Natural Leader” was not mentioned in the interview at all. This was probably due to the fact that we did not ask any specific questions pertaining to styles of leadership. However, all of the interviewees did talk about being involved with the team as a leader, such as SP: “at any time he has to be very present…I just mean that he has to be alert to every sign of any issues within the team.”
6. Conclusions and Recommendations

We set out with the following question in mind when we started this project; “What kinds of skills and competencies are common when we compare the two domains of cross-cultural leadership and feminine leadership?” Rather than stating which competencies are of what category to discuss them in the interview, we let the interviewee speak freely of what MNT leaders ideally should possess as competencies and then tried to fit them back into the two domains. This way, the interviewees were not biased by our thought process or pre-set categories. We looked at the original study model and highlighted any characteristics and skills discussed by our interviewees under “Feminine Style Leadership”. Because the interview discussed about MNT leaders, we could consider that these were the overlapping common competencies with “Cross Cultural Leadership”, which is a requisite of MNT leadership.

The main outcome of the study is the nine leadership competencies listed in Figure 6. An additional model was also developed based on the interview results as shown in Figure 7. In discussing with the interviewees, an image of an effective MNT leader began to surface. From the descriptions that the good MNT managers gave of what they thought would benefit a MNT manager or a leader, it became clearer that not only were they expected to be a good leader in general, but they had an extra ability to “react” to situations which were specific to cross cultural teams. “…because in an international environment, there is no one size fits all approach. So you need to be changing also your approach to managing your team…especially it is not only how you interact with the team, it’s also facilitating the interaction between the different team members of different nationalities.” (AR)
Piecing together the various descriptions of this reaction or chain of actions, our interpretation was that an effective MNT leader is able to: (1) Use his/her emotional skills to experience and “feel” what is going on in the team, and understand what the team requires. (2)Use his/her skills and character to “communicate” according to the situation, motivating, inspiring and facilitating teamwork, providing direction and setting goals. (3) Use his/her experience and knowledge to “adapt” flexibly and manage the relationships. (4) Continue to monitor and improve by repeating this cycle of cross-cultural reaction (as shown within Figure 7). 

Our study points out that not only you need to have specific traits to be cross-culturally effective, but more importantly, to be able to utilize them to “make a reaction” is the key. This is in line with cultural intelligence literature which emphasizes the importance of one’s capability to effectively understand and adapt to cultural contexts (Ang & Van Dyne, 2007; Livemore, 2009). SP, when asked about skills and competencies that are necessary to manage a mix group of native and foreign workers on a team, answered after first pointing out patience; “the capability to listen, understand, and adapt”. IP used the word “almost paternalistic” and SP said “behaving like a father”, both describing attitudes and personalities that would be beneficial for a MNT leader.  For the same question, in describing the situation how a MNT leader should provide guidance and oversee the team, NS used the phrase; “almost like a mother”. From these descriptions, monitoring and guiding a team is like being a parent. One could potentially consider the attitudes involved in doing so in the same lines as of the model suggested above. The scope of this project did not cover the testing of this new model but it would be valuable to pursue whether this model could be validated. 

In conclusion, we found that good MNT leaders consider that having empathy and being adaptive are a given if one wants to effectively lead. It is one’s “reactiveness” and how they go about using it that makes the difference and when the degree of success as an effective MNT leader is concerned. As pointed out in the model as the cycle of cross-cultural reaction, effective cross-cultural leaders use their “reactiveness” to further be proactive. We believe they continue to improve by being adequately reactive.

 Limitations and Implications
A few limitations of this pilot study which points to opportunities for further research. A small sample was used due to this being a pilot project, and a larger sample is expected for the actual research. However, due to the nature of the topic, ensuring a representative distribution of the population, and defining the actual “representative” of groups of people, as well as to whom the results can be generalized or transferred is rather hard to define. The intention of the researcher is to address the employees of MNCs as well as those who are globally mobile. As described earlier, research that is specifically focused on leadership in MNTs as well as those specified to look into the overlapping area of CCL and FSL is very limited. In general, cross-cultural research still tends to point out that different cultural groups have different conceptions of what leadership should involve. Cultural Intelligence studies are still anecdotal especially when it is applied to a general audience. There exists an important opportunity and need for further research in these areas especially now when the world is supposedly becoming a smaller place, the future of business edging towards borderless.

The measure used to collect the data was snowball sampling, which produced participants from a variety of backgrounds. It would be interesting to see future studies conducted for a particular organization/company, which could then be compared against others in and out of the same industry. By chance, the age group was limited to those in their late 30’s to early 40’s. A look into different age groups could possibly produce different priority and outcomes. In addition, a longitudinal study following employees in different stages of their career could also be interesting.

The interviews and questionnaires are self-reported data. In order to avoid some biases such as selective memory, telescoping and attribution, I have kept interview notes which were taken during the actual interview as well as immediately afterwards.
_________


 In this project, we use the term “Cross-cultural” and “International” interchangeably. Also, when we use the term Cross-cultural Teams, Multinational Teams, or Multicultural Teams, we are referring to the same thing: A team consisting of people from different countries and cultural backgrounds. 
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Figure 1:  Study Model
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Figure 2:  Summary of Interviewees
[image: image3.png](Final Template)
1. International Experience to date

Ethnicity and cultural background
Family
Parents
Spouse
Friends

Languages
Living Abroad

Education
Work

2. Motivation for MNT Managers

Reason(s) to move to Dubai
International
Family Friendly
Economy
Development

Attraction of job/position
Pay
Development
Career
Personal
Challenge




[image: image4.png]3. Required Competencies

Behavior & Attitudes

Skills

Feminine “Communion”
Neutral
Masculine “Agency”

Leadership
Language & Communication
Adaptation

Leadership Attributes

Feminine
Transformational
Democratic
Participative
Servant

Masculine
Charismatic

4. Working with MNTs

Conflict sources
Language
Communication
Culture
Personalities
skills

Handling conflict
Collaborating
Communicating
Facilitating

skills of MNT managers

Producing Business Results




Figure 3:  Final Template
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Figure 4: Questionnaire Outcome
	FEM- overlap
	Frequency
	MAS-overlap
	Frequency
	NEU-overlap
	Frequency

	Adaptable
	5
	Natural Leader
	5
	Collaborative
	5

	Flexible
	4
	Confident
	4
	Intelligent
	4

	Good Listener
	4
	Driven
	3
	Visionary
	2

	Understanding
	3
	Innovative
	3
	Agile
	2

	Empathetic
	2
	Decisive
	2
	 
	 

	 
	 
	Progressive
	2
	 
	 


Figure 5: Traits Repeated by the Interviewees
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Figure 6:  Leadership Competencies Common to the 2 Dimensions 
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Figure 7:  Model of an Effective MNT Leader
Appendices
Appendix A: Interview Questions
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What made you decide to make the move to Dubai? + What do you like
about Dubai

What do you do in your present job? + What Attracted you to the
employer/position

Does your current job require you to interact with foreigners? (%) + Int'l
Travel

What are the main differences between managing multicultural teams and
culturally homogenous teams?

What kinds of skills and competencies do you think are necessary in order
to manage a mixed group of native and foreign workers? + Do you have
them?

What kind of attitude / personality would you say would benefit an
international team leader?

Any challenges/ difficulties you’ve faced leading cross-cultural teams?

Do you think Language is the biggest barrier in MNTs?

What do you think the main source of conflict in multicultural teams are ?
What is your preference for handling conflict in a team?

Do you prefer to work in a multicultural team more than a homogeneous
Do you believe working in multicultural team will end up with better
results? WHY ?

Do you consider that multicultural team managers are more skilled than
those managing homogenous groups ? WHY?




Appendix B: Traits List – Adapted from the Athena Doctrine (2013)
(Feminine Traits) 
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(Neutral Traits)
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(Masculine Traits) 
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Note:
Transcripts and Interview Notes are available upon request.
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