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Abstract:
During business globalization, numerous organizations are facing the burden of talent engagement and leadership development. Trust and ethical practice have been labeled relatedness and autonomy. Senior management also sees considerable sensational progress and methodology for talent recruitment. Maslow’s hierarchy translated into five organizational levels of context, some organizations are keen to dominate on commanding and controlling by top management, but most of them are really looks into those individuals understand the company goals and lead the team to achieve the expectations. This study explores the advantage and disadvantage of leadership engagement for foreign direct investment (FDI) in a real case study in Singapore, and examines the impact of transactional and transformational behaviors on the team engagement and holistic operation, lastly, to conceptualize a managerial framework with testing via Yu’s 3H holistic manage methodology conceptual framework. Data samples will come from focus group interviews among numbers of educators and industry participants to support hypotheses testing and arguing that leadership development of cross-culture leadership behaviors and recruitment strategy truly affects the entire company performance as well as team development. Furthermore, even the findings are controlled when common methods are developed, the implications of all findings for future research are discussed.  
· Keywords
3H framework, Transactional or transformational leadership, FDI, Management quality, Team engagement, Cross-culture, PSE (Pre-school Education), Leadership development
1. Introduction 
Singapore PSE (Pre-school Education) industry has been growing rapidly for the last decade due to population increase and market demand (figure 1a, b, c), they are operated with two different modes, childcare center and kindergartens are under one roof. Age 2 to 18 months babies are monitored by infant care, childcare center and kindergarten are looking after 18 months to 7 years age-old children. In 2016, the Ministry of Education (MoE) indicated almost every child in Singapore are attended pre-school or childcare centers for averaging 53 months before they enter primary school. Due to the social and economic environment, Singapore parents are tended to rely on PSE to leverage their living patterns. Furthermore, since independence in mid-60s, legendary Singapore Lee’s government emphasized and promoted strengthen education infrastructure will be able to develop an elitism framework which to ensure the social development sustainable and cultivate the trend of globalization growth. In a nutshell, with government support and industry indulgence, many global educators who are scrambling for a piece of this opportunities. Report of MoE Strategic Survey 2016 shown, only 26% of childcare centers were government- owned and operated. The rest of 74% is owned and operated by foreign direct investment so that actively numerous global industry expertise are approaching this market. The report also indicated that there are a total of one hundred and seventy-three thousand children were attending PSE annually with an average of SGD$ 1,200 monthly tuition fee each, the said industry revenue could nearly reach SGD$ 207 million annually. Household income of average Singapore family is SGD$ 12,853 (MoE 2018), and the government also provide the POP Partner Operator Scheme which up to SGD$ 350 monthly, that able to assist the parenthood to lower the tuition fee more affordable as well as ensure the school can continue provide professional service and quality assurance.            
	Year
	2014
	2015
	2016
	2017
	2018
	Compared to 2014

	Total no. of childcare centers
	1,143
	1,256
	1,342
	1,419
	1,517
	32.72%

	Total Capacity
	109,694
	123,327
	137,278
	149,803
	165,796
	51.14%

	Total Enrolment
	83,928
	95,414
	103,221
	110,826
	123,639
	47.32%

	Average Full Day Fee
	$953
	$999
	$1,024
	$1,090
	$1,182
	24.03%

	Median Full Day Fee
	$850
	$900
	$856
	$856
	$865
	1.76%

	Average Household Income
	$11,143
	$11,510
	$11,589
	$12,027
	$12,853
	15.35%


Figure 1a: MoE statistics data (2018)
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Figure 1b: MoE statistics data (2018)
Source: MoE statistics data (2018)


	Aera
	Capacity
	Enrolment
	Utilization

	Central
	50,333
	35,389
	70.31% 

	East
	21,147
	15,973
	75.53% 

	Northeast
	39,764
	30,276
	76.14% 

	West
	32,464
	25,011
	77.04% 

	North
	21,788
	16,881
	77.48% 

	Total/Overall
(26 districts only)
	165,596
	123,539
	74.60% 


Figure 1c: MoE statistics data (2018)
Source: MoE statistics data (2018)

With the quality education focus, the Singapore government committed to providing the best learning journey for childhood. Thus, legislation and regulation strictly control with the relevant department inspection regularly to ensure the high scale of service provided. Children and childcare worker ratios are quite rigid as (figure 2) shown below. Consequently, the average staff of childcare centers can be 15 or more. In addition to linguistic equity, MoE deepens promote social equity through the selection of global talents through the provision of fair and equitable access to education. Although the pasted Prime Minister Lee Kuan Yew believed in eugenics, he was determined to turn things around through education and a fair and equitable education system to all Singaporeans. He was equally committed to providing the son of a general worker or the son of a millionaire with the opportunity to obtain the best education equally.
	Age group
	Ratio:

	2-18 months 
	1:5

	18-30 months
	1:8

	30 months – 3 years
	1:12

	3 – 4 years
	1:15

	4 -7 years
	1:25










Figure 2: Children and childcare workers ratio  
Source: ECDA



Background
As the first public listed children dance academy organization in 2014 on the Hong Kong Stock Exchange (HKEx: 8363). SDM developed and well established their business with pedagogical philosophy is based on SMILE, DEVELOPMENT, and MEMORY, has been truly reflected the core value and vision of quality childhood education since 2006. SDM also having additional learning enrichment programs such as STEAM learning, gymnastics, speech and swallowing therapy, youth toastmaster, singing, creative arts, photography services as well as kindergarten and elite pre-school education. In the past 14 years of business tenure, SDM was solidly building a rich portfolio with 56,000 students, trained over 500 dancing instructors, and composed numerous internationalize performing activities and cultural exchange programs globally. 
In the spring of 2015, board members had a unanimous decision to have an inorganic growth, which expanded its business portfolio vertically into the pre-school education industry and horizontally into the demand market such as Singapore and mainland China. Firstly, SDM invited Chatsworth International Kindergarten, one of the top tier PSE in Singapore to join venture a kindergarten in the Hong Kong market, followed affiliate partnership in mainland China, Guangzhou. In the 2018 summer, the footprint of SDM finally reached Singapore and successfully acquired numbers of childcare centers and kindergartens, as of today, the company owns and operates 62 childcare centers with more than 4,500 students, 462 teachers, 272 administration staffs, and 76 school principals. 
However, being a foreign direct investment institute, a key manager for overseeing the entire oversea business is very important. The board decided to hire a regional managing director from Hong Kong directly, – Judy Lam, she was working in the financial industry for the last 2 decades and having a personal relationship with a few of the board members. During the period of her operating, she dismissal four of the long serve principal and re-model the curriculum with Hong Kong teaching elements with her own opinion, and end up operating the business with significant business lost, EBITDA from SGD1.5M down to lost SGD540K, and the entire team collapsed. Finally, a new chief operating officer was on board in September 2019, and he has been making major restructuring with new recruitment for the captioned position within the Singapore talent market. Business need leadership and management operating styles that can promote and cultivate efficiency and effectiveness to finish organization objectives. The present study explore and investigate the possible managerial traits resulting from different conceptual model for positive motivational outcomes.        
2. Research Problems & Objectives
The concept of leadership competency was introduced through numerous studies and publications, has been ubiquitous influenced and applied to performance assessment, and human resources development within an organization. In this study, the researcher through a real case study and tries to provide insight into how an organization to select an oversea key management, and how subordinates' view and judge the outside in manager for holistic management performance and behavioral. In addition, the conceptualization of the 3H framework will lead and illustrate the leadership traits to act a pivotal role in managing their subordinates to reach and fulfill organization goals efficiency and effectiveness. as a result, five questions are raised in this research paper as follow:
I. The crucial factors of transformational leadership as autonomy-supportive behavior.
II. The trend of oversea recruitment and employee engagement quality.
III. The criteria of different leadership traits and behaviors can affordance on international growth.
IV. The effectiveness of cross-culture leadership affects subordinates' motivation, performance, collectivistic value, inter conflict, and aggregation.
V. The effectiveness of the management model and managing process in the pre-school education industry with the APEC region.
To answer the above questions, this paper will examine key factors such as subtractive data from individuals and artifacts articles, and briefly reviewing the 3H conceptualize framework echoed with different models and theories as a way to identifying the key findings of how successful a leader should be. In addition, the researcher will focus primarily on the distance key leader engagement standards, relevance with individualistic views of leadership competencies as a norm of managerial framework to develop the following objectives:
· How FDI to make decision on localization hire and direct appointment, 
· To examine the dimension of leadership capability and adaptability in different culture,
· To explore the obstacle factors that cause FDI failure on management recruitment and engagement,
· To identify the advantage and disadvantage of different leadership traits for performance,
· The vertical relationship and performance outcomes of leader-subordinate,  
· To explore the success and failure factors of leadership in different dimension or strategic approach,
· Purpose and reformulate recommendations for FDI with many leadership and recruitment model to have better substantial growth.     
In this case, of leadership failure, the researcher will argue leadership theories tend to pay attention to execution, strategic and system than holistic views of their people thinking and willing to embrace the transformation approach with level of resistance. 
VI. Literatures review
The process of talent acquisition to meet organizational goals and needs is not human resources sole responsibility, is part of the organization human resources strategy, future resource planning, and employer branding which able to diversify the labor workforce, and anchor talent development. Sun Tzu claimed that the art of war is of vital importance to the country, it is a matter of life and death, either to safety or to ruin. Therefore, it is a subject of inquiry which can on no account be neglected. 
Therefore, Sun emphasized five aspects to support, analysis and explore the facts, they are rules and regulations, positioning, timing, manpower, and discipline. Organization managerial strategy has been proposed as a fundamental operating process, and one of the key elements of sustainable competitive advantage of growth path. Although there is many different implication or assumption that management models are involving leadership behavioral and their effects on experiences, knowledge, and capabilities in collaboration. I tend to agree with Bodrozic & Adler (2018), the main management model and concept are from a top-tier command, construct, hierarchy paradigm, and a wide-range of management practice. Scholars generally focus on the rational concept and individual model such as scientific management that associated with and supported by rational rhetoric rather than challenged the denormalization cultural antinomies. An internationalist perspective is considerable about the interaction of offshore managerial development to improving efficiency and globalization growth rapidly. Christensen and Raynor (2003) noted that numbers of managers are trend to try or explore some new ideas which is not necessary because of too much stale behind. That seems to leverage with managerial own experience, working characteristics, self-creativity, task interdependence, and decision autonomy for implicate organizational management practice. 
Employee and talent engagement have been drawn great attention for most multinational corporations, numerous of literature is available to illustrate the consequences of offshore recruiting in particularly managerial position. Specific to organizational growth, global competence skill always become increasingly important as many of MNC expand internationally, most organization stakes always focus on financial turnaround and distance control rather than long term growth, thus, MNC would mainly like to promote the inter-political of globalization expansion, financial control, economical and socialization driven. Globalization development creates integration and Interdependency, which lead organization and individuals to allyship others, nevertheless comparative advantage, culture conflict, and leader behavioral might be the time bomb for organization growth (Child and Rodrigues, 2011). Offshore expatriate trend to blindfold distance management and extract longer managing tolerance, infostructure with multi-layered evolution, the only objective is maintaining the boundary advantage and strengthen the influence operation. Once the mindset solidly builds, management paradigms, models, and concepts will leave behind, exchange with subjective and egoistically decision rather than adopting strategic leadership development and capabilities for business alliances (Child and Rodrigues, 2011). Organization managerial development is not the gift of business, it is the strategic manpower investment with social processing, to facilitate and guide, towards the achievement of shared aims and individuals' behavior activity, to transform orders from groups and other influencers (Cui and Jiang, 2012). Rugman and Li (2007) also highlighted over the last decades, Asian organizations especially China's multinational corporations are bidding on global development will end-up with sour experiences due to confusion of culture gap and protectionism. 
Managerial conceptual framework fragility relying on competence alone, should have holistic views with individual behavioral and traits, a fundamental human natural managing practice, who has inspirational spirit, energize to influence others, strategic bridging business environment, adaptive challenges, distinguishing problem, ethical, justice and fairness, virtuously characteristics and philanthropic with Buddhist ethic (Nicholls 1994). Governing a country and run business are similar to military disposition, development always occurring with hard and soft skills, timeless and placeless situation, in-bound and out-bound conflicts. Many organizations are focusing on core resources of performance management as well as efficiency on productivity to leverage to task performance (Kaifi 2011). Throughout history, business operators are struggling to offer a full task perspectives in between managerial domains and functional level, Sun Tzu believed that controller could lean on socio-political context to build the gateway between leadership and subordinate styles, team functional role and structure which able to comply with organizational goals yet maintain leadership competence and performance in the troop. Presenting (2015) indicated that Asian organization is focusing on top-tier of leader and missing place for their subordinates, such managerial model with a vertical approach is create a big gap for team formation and culture dimensions that enable a major strategic tool for facing challenge. Jackson (2013) quoted from Japanese renowned philosopher, warrior, and samurai in 16 century – Miyamoto Musashi 宮本武蔵, 'Think lightly of yourself and think deeply of the world'. That totally echoed the effective leadership is the combination of different factors and psychological oneself..                               
VII. Distinguish Models, Paradigms, and Conceptual Framework
Human nature is born from social engagement, learning is an innate ability and Confucian belief that heaven and mammal should be in harmony and the establishment of its ideal personality (Le Guin 1998). 
Lao Tzu 
Taoism philosophy is an ancient tradition of thought, as early as the ancient times, Tao family "Dao" to explore the relationship between nature, society, and life. Taoists advocate Taoism is a fundamental idea as nature, inaction with harmony, Taoist thought is an ideology of omnipotent, eternal, dialectical factors and atheism tendency. Le Guin, U. K. (1998) elaborated, "If the Great Way perishes there will morality and duty. When cleverness and knowledge arise, great lies will flourish. When relatives fall out with one another there will be filial duty and love. When states are in confusion there will be faithful servants."  Taoist management concept is referred to the overall content of Taoist theories, the human-centric and paradigm, beginning from the Tao - the way, and then according to the specific situation such as right-time, place, people, environments, needs, in all aspects unity of the law of unity to combined into unity. In Taoist theory, the contradictory laws of opposite unity are formed by the interaction between Yin and Yang (陰陽), that is the law of circulation, growth and loss, time and regulation, and tolerance. These laws are of great significance to management practice. Laozi believes that all of the things in heaven and earth have the eternal principle, in this principle, the Tao is the root cause. Laozi always advocate the model of water, to Emphasize the flexibility management. Such management concept is boundaryless, without limitation, proactive, dynamic, and positive, just like water, is tasteless, transparent, can have different state, a main constituent substance from nature (Le Guin 1998). Therefore, the management style is invisible but really exist, so-called "Do nothing but do nothing". Lao also present 「上善若水，水善利萬物而不爭，此乃謙下之德也」, in placing greater emphasis leadership with the virtue of humility, cannot be having an arrogant attitude to handle managerial duty. In terms of governance, Lao stated that the operator should be delicate smoothly, to avoid any restlessness for subordinates, and not to be rather boastful above self-achievements.
In order to ensure the normal operation of management activities, Taoists have also designed the 'upward with downstream collaboration - 上無為而下有為' model, which refers to the supreme leader of an organization, and all others members of the organization, embodies the important principles of the different functional division in the organization. Whether an organization is large or small, there must be very clear structural duties responsible.
Lao Tzu is very against the interference to subordinates which conduct by top leaders. An organization must have a clear structure of all functional divisions, and leaders and subordinates must do their own duty-bound to ensure the integrity and stability of the organization.
· The Art of War
Sun Tzu, a great Chinese military general, scientist, and strategist in 500 BC, 'The Art of War' has not only been used in the war combat, but also by many of entrepreneurs from all over the world as a guide into the commercial business environment. The key elements of management psychology in Sun Tzy's rules of thumb are the view of human nature, the motivation ideology, team spirit, coaching, and leading methodology. Resources base on situational approach, mainly discusses the basic principles of military action in different geographical and environments among war situation. Sun Tzu believes that any stational disadvantage could match different methodology to make full use of advantage formed by terrain engagement to overcome the obstacles and limitations, so that can locate a favorable combat position (Tzu 2012). 
First, in views of human nature, behind every management decision, there must be certain assumptions about the f human nature and human behavior, because "how you treat people will determine your management measures, organizational performance." One of Sun Tzu's military strategies premised on the emphasis on people and the exertion of human's subjective initiative, and the first article says: " Rules and regulations are agreed with and above ", which means that politics means that the will of the people must be consistent, which fully demonstrates the importance of public opinion and respect for people. Sun is well aware of the influence of the people's hearts and minds and fully believe that the water can carry a boat can also capsize the boat, not just to mention any major decision, especially related to the national economy and people's livelihood of major events, must not be contrary to public opinion, for this reason, Sun Tzu illustrated the fate of the country directly tied to the innovative spirit of wisdom, faith, benevolent, courage and discipline are the quality of leader whom will be put forward for a higher demand. The term "incentive" is a psychological term that refers to the psychological process of motivate people continuously. Lara, Vizeu, and Alves, (2019) claimed that by inspiring subordinates to remain in a high level of excitement under the influence by some kind of internal or external stimulus, in fact, this view is rooted in the Sun Tzu warfare to stimulate the soldiers' fighting spirit, and this thought has been affecting numerous war history of many famous battle commander's performance (Lo., Ho., & Sculli 1998)  Sun also argues that material stimulation is utmost important, but spiritual stimulation is fundamental, in the value management concept is based on the personalized tendency of human development and human spiritual value. In today's highly competitive society, organizations are facing adversity frequently, as long as solidly bonding with employees, will and confidence to strive for survival, it will certainly burst out of immeasurable potential, which is the ancients said "survival map" of the spiritual realm. 
Teamwork has always been the most powerful tool for solving problems, adequate to cope with all the harsh and cruel living conditions. People-centric management is the psychosocial needs to pursued goal achievement, for the organization, can build a good communication and coordination relationship, it can be seen that public relations of business like to promote the internal unity and external development, 「人和」is the embodiment of people and needs (Lo., Ho., & Sculli 1998). Many literatures and psychological research show that when people are in danger, they will spread effort to live, exert potential energy, break out extraordinary courage, but also automatically give up plain prejudice and estrangement, unity in one. Experimental psychology studies have also shown that stimuli of the same intensity behavioral more in group atmosphere than individual individuals. Applying these ideas to business management can be extended to crisis management, when members of the organization accept each other in difficult situations, it will produce the cohesion of the group, and produce strong emotional resonance, forming organizational morale.
Lastly, conceptual of management theories proposes the establishment of an effective leader's authority mainly depends on the leader's natural influence, and professional knowledge is the main factor to establish authority, to earn confidence and admiration from subordinates, its influence is far greater than self-centric power, because such hierarchy of authority can only make subordinates fear, but professional knowledge makes subordinates admire.     
· 3H Holistic Management Framework
In Lao's eyes, nature is the highest level of law and imitation level, the state of everything, the natural appearance. Much similarly of the square in the middle of "The Vitruvian Man" is the circumference of its lower edge, symbolizing the limitations of the physical world. It is thought that Da Vince not only sketching the human body proportions, also symbolically show that human beings are surrounded by two worlds
of spirit (天圓 Circle) and nature (地方 Square). Throughout nature, all-around objects have the characteristics of good movement and instability, like an economic environment, and all square objects have the characteristics of stillness and stability, like the organization infrastructure and operating procedure. 
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Source: by.. Researcher


Yu (2019) clearly provide the views of managing the perspective of the 3H framework, a combination of leadership theories and fundamental human natural competency managing practices. Peter Drucker enthusiastic that 'management is doing things right; leadership is doing the right things. Thomas Carlyle (1840) advocated 'Great Man Theories' and claimed that If a monarch can conquer and maintain that country, that means he is always considered glorious and praised by everyone. Because appearance and perception are only attracted by hooligans and blindness followers, and the world is full of hooligans. I argue that leaders are not inborn with ability, can be trained by education, gain knowledge by experiences, obtain information by others, and put-up efforts to make up for the congenital deficiency. Yu's approach clearly illustrate the trait of leader should have, with 'Heart' domain', is more appears on emotional empathy, innovative with wisdom and enthusiastic, lengthy engagement, value focusing, communication with motivational dominant, such traits and behavioral are fulfilled with commitment, not a tangible but conceptualize driven. On the 'Head' domain, much emphasis on the capability of managerial ability, performance of transactional leadership, high level of structuring operation, confront the situation of conflict, political, compliance, and crisis, is a tangible leadership traits for reality with a macro view of management. Lastly about the 'Hand' domain, which is toward to competences and hands-on approach, with skills, knowledge, experiences, processing, and executing on task performance. I tended to agree with (Engestrom, 2001), who suggested the leadership learning cycle which able to demonstrate the awareness of level of competence for subordinates which ensures the manpower diversification could leverage other resources for goal achievement.         
	Heart
(Wanted to)
	Not tangible, more emotion empathy, conceptualize driven, long-term engage, boundaryless, innovative, wisdom and enthusiastic

	Head
(Ought to)
	Tangible, Strategy, transactional, reality, situational, compliance, commercialize, task-related, political, conflict, team engagement and market sensitivity, 

	Hand
(How to)
	Skills, knowledge, experience, operations, competences, hands-on, obedience, efficiency, implementation and executing 



Although the 3H framework is a holistically views of management integration with the significance of context in the leadership development process, however, the researcher will propose and identify the necessary traits and skills of leaders which reflected by the captioned case study with 5E approach: envision, effectiveness, efficiency, energize and enable, which are able to illustrate such charisma did improve more frequently than others.   
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Source: by.. Researcher

In addition, few more conceptual models will be used to gain a better understanding of this real case study. PESTLE field map can offer an overview for understand the nature of business practice. This framework able to identify and evaluate the firm's positioning in relation to different factors, Political, Economic, Social, Technological, Legal, and Ecological aspects, which can be affecting the organization externally, and able to assess the organization to devise future strategy (Huczynski and Buchanan 2007). The analysis process fulfills three objectives, list the external factors, and identify the implications of external factors, and assessing the implications of factors for organizations. 
	P - Political
	Several measures to ensure regulatory standard,
High involvement for internal conflicts,
International legislation on foreign worker

	E - Economic
	Oversea industrial economic and trends,
Seasonality and business financial issues,
Specific industry factors

	S - Social
	Life and work styles,
Consumer attitudes and buying patterns,
Ethnic and religious factors

	T - Technological
	Information and communication,
User buying mechanisms and technological access,
Intellectual property and global communication

	E - Environmental
	Ecological focus and resource management,
Workplace geographical location,
Growing environmental agenda and market awareness

	L - Legal
	Regulatory experiences and guideline,
Consumer and Labor laws,
Trade barriers



To echoed with PESTEL conceptual model, the RBV – resources based view will be used, to identify the values of organizational effectiveness in different dimensions within internal process, system, rational organization goals, financial support, human resources management, historical foundation, and regulatory burdens. Wright, Dunford & Snell (2001) mentioned the above and proposed that human capital reserve will dominate the key source of sustainable growth and competitive advantage of organization, financial and technical resources should be able to enhance the organizational capacity to innovate. Most organizations are tried to reach functional goals with flexibility through short term temporary employment arrangements which could evolve culture conflict among permanent and temporary employees. Team involvement and effectiveness might face challenges due to the unequal standard of knowledge, experiences, and cultural expectation of both temporary and permanent (Chun 2016 and Guest 2004). However, the interaction or cooperation of employee relationship and behaviors are vested with management practices, such as training, rewarding, communication, recognition, appraisal, and level of participation. Based on the RBV approach, researchers develop a strategy that relative to human resources in the organization existing core competence and capability, bridging with external talent opportunities. This conceptual development of the human resources strategy with vertical and horizontal approaches to correspond and implement of action plan, leading to measurable, evaluate, supportive, and could also create of team-working paradigm as will contributes to organizational performance. Although strategic managerial practice is to take place for seeking leader form the human capital pool, in fact, transformational and transactional leadership theory will coherence and cohesion with different substances to identify the area of strength and weakness of leadership traits for this business case and make popper recommendations (Chun 2016). The figure below illustrates the Strategic Human Resources Framework.     

		Managerial Practices:
Recruiting, Training, rewarding, Appraisal, 
Recognition, Internal flow, Communication,
Teamwork, Operating design,  



evaluation
evaluation

Human Capital Pool:
Education, Knowledge,
Experiences, Sill, Abilities

Core Competence….
Knowledge creation, transfer, integration
Human, Social & Organization Capital
Team Relationship and Behaviors:
Individuals engagement, voluntary,
Task cooperation, Sense of belonging,
Team spirit, Collaboration 





Strategic Human Resources Framework
Source: by.. Researcher

VIII. Hypotheses Development
Based on the previous subsections described the managerial framework in relative with different conceptual models, as well as associate with different ideological theories. It builds the basic argument and elaborates on different hypotheses for this research. Conflict cultures with organizations involve multiple internal units whether it is knowledge, competence, experiences, behavioral, innovation, leadership style, attitudes, or personal perspective, which are linked to organization development performance (Gelfand, Leslie, Keller, & de Dreu, 2012). That is more in line with the obstacle of oversea management engagement for FDI. Bodrožić & Adler (2018) argue that the evolution of managerial development can be aim into integrating with different competence domain via all levels of processing, combine with structural activities in creating, diffusing, motivating, and shaping the organizational paradigms, yet once the model and paradigm reach the dominance, should shape the direction and decision making on talent selection. This brings the researcher to formulate the main research questions which are tie in Yu's 3H framework in different domains.
Heart: 	Cross-culture leadership is positive relative to subordinate autonomous motivation in business decisions.
Heart: 	In conjunction with ambitious behavior is relative with better business engagement and performance.
Head: 	How important to facilitate interaction is in relative with subordinates to maintain collectivistic value.
Head: 	The level of empowerment ship is in relative with better management competence for sustainable growth.
Hand: 	Challenge of experiences gap is in relative with better cognitive skills in management.
Hand: 	The dimensions of diplomatic and tactful in conjunction with effective leadership amongst team collaboration.
As the results, I argue about the correlation between individual and organization performance, has an effect on the structure of managerial framework with further testing in difference phenomenon: 
· Choices' factors of successor of organizational performance,
· How resources base view to aspire of the leadership performance,
· The ethical manner of managing for diversity,
· The practices of empowerment for oversea executive appointment,
· Influence of cultural aspects for leadership practice.
IX. Research Methodology
Case study research with an empirical and qualitative approach will be used for this study, to investigate the contemporary phenomenon in a real-life context, to measure many different variables and technically distinctive situation on multiple evidence, data, another result to develop a theoretical proposition of findings. The methodology framework will include data collection, analysis, and reporting mode of case study to clarify the general misunderstanding and myth of case study with research strategic planning, simply is to select the areas of problem and finality depend on the situation. John and David Creswell (2017) suggested studying the research problem via a serious of questioning based on the 5W approach, which includes what, why, how, who, and where, to identify the root causes. In addition, the researchers need to control the degree of the study and focus on the problem which is on contemporary or historical phenomena. Different types of research activities and comparisons will be composed, such as experiment of the research background, targeted survey, various archival analysis, obtain the historical data, and in-depth understanding of the case. I tended to agree with Flyvbjerg (2006) that, the researchers had little or no control over the targeted case themselves on "how" and "why". This study also has a hierarchical distinction between exploratory, descriptive, and explanatory, and according to Flyvbjerg (2006), the research strategies based on hierarchical requirements, although the differences between strategies are not clear, but case studies are suitable for exploratory research only, findings will have a misunderstanding. This research method is normally involved in social science with human relative, the phenomenon also within real-life context and interactive conflicts. Within the exploratory statuses are frequently involved with the person, group or incidents, decisions, policies, cultural gaps, and another business environment, and also is an in-depth analysis and investigation of a single individual to explore that cause of underlying principles. Lynham (2002) claimed the case study researcher always logically visualizes five activities to build a theoretical and conceptual framework in apply disciplines, such approaches have been defined as "research process for real-life phenomena" as (figure 3) shown below.
Figure 3: Research process for real life phenomena
Develop theory and aim for explanation


	 Conducting research activities:
Interviews, observations, 
Review, analysis and compose reporting:
Matching pattern, theories & modelized  

Modify theory, Build framework, Cross cases report, Conclusions and Implication
design data collection
Select Cases






Sources: by researcher 
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X. Data and Facts sampling
The researcher will be collecting and gathering data from selected participants in multiple sources with structure interviews and questionnaire which aim to the problem of the study, with understanding the questions cause, solve, impact, and, measure the methodology implementation into research problems. The company own and operate numbers of childcare centers in Singapore, researcher will randomly select in a total of 49 participants (n=49) from different department and spread them into 7 focus groups for online web-interviewing with 24 structured questions. Focus group interview is not a complicated methodology, and often suggested for quantitative data collection and extensive used on industry examination or social problem but results always lean on a small group of individual opinions and not really able to generate relevant insight and feedback. In addition, focus groups have to be managed properly, ensuring volunteers do not come from the same department or organization, good mixed with affiliates company or different industries should be able to avoid concentration risk, 35 of the volunteers are company's own staffs and 14 participants are invited from 4 different FDI industries, and most of them are middle-level position. And the researcher also able to control the floor during the discussion, often, few volunteers have dominated the discussion and too vociferous for his/her opinions or might discuss away the key problems. However, sometimes can motivate individual to lead the conversation to boost up any awkward silence.       
Survey questions will focus on generating propositions of leadership performance, behavioral, competence, and characteristics, to build a conceptual model for an oversea managerial framework relative to the captioned case. Interview questions show below:
1. How you see a leader being extraverted and enthusiastic?
2. How you see a leader being quarrelsome and critical?
3. How you see a leader being self-disciplined and dependable?
4. How you see a leader being warm and sympathetic?
5. How you see leader being cross-industry?
6. How you see leader being reflect expecting of themselves and courage through sacrifice?
7. What level of competence you expected for a leader?
8. What level of culture understanding you expected for a leader?
9. What level of authenticity and consistency you expected for a leader?
10. What level of creative and conventional you expected for a leader?
11. What type of clear sense of direction and assume responsibility by management?
12. Can disagreements able to handle in an atmosphere of respect and recognizes of mutual trust?
13. Can a leader provide a consistent direction that inspires trust?
14. Can a leader communicate with the team of the organization' vision, mission, and values in a timely manner?
15. Can leader demonstrate the active comprehension, listening, and adept other's suggestions?
16. Can leaders devote time to mentoring and developing others?
17. Can a leader leverage his/her humor, humility, self-respect, and showing strength for getting things done?
18. Can participation and interaction make better leadership?
19. Is empowerment able to solid the position and collaboration on diverse talents?
20. Is change management easy to adept? 
21. Transactional or transformational leadership you prefer?  
22. Are cultural differences and communication difficulties being essential barriers to international business success?  
23. Is knowledge of political uncertainty and instability important for oversea leadership?
24. Delegating at a comfortable level is an important task?
Lynham (2002) suggested, effective interviewing must need design with a holistic view by referencing the study problem within a relaxed atmosphere. This type of focus group has to be handled with disciplines without any personal and subtractive driven, it is a valuable technique when facing the complexity of multi-data sources which able to attempt to explain the theories and findings of different phenomena. 
Due to the pandemic outbreak, most businesses are operating in a remote basis, such as work from home, and globalization travel ban to ensure the country safe, video also being recorded during the Zoom conference and granted the permission from all participants before the conference. The researcher was gathering 7 different focus groups with 120 minutes interviewing duration. During the interviewing, the researcher triangulates the research framework with structured open-ended interview questions, allows the group to discuss themselves, and without any intervention but also leads them for completing the appropriate discussion. The guest interviewer also plays an important role in taking detailed notes during the conversations and reflect back to the researcher bout the discussion environment. John and Creswell (2017), they emphasized that observation is very important during the interview and discussion, especially of those incoherent speeches or comments which might influence to others. The focus groups are the primary of data collection for this study, However, there are some limitations such as volunteers might not able want to provide sufficient data, and too many insight, experiences and different perceptions might off the line of study. Data sample and the population (Figure 4) as below:

Demographic:			Focus Group		
Gender:
	Male					17 – 34%						
	Female				32 – 66%						
Department:
	Teacher				33 – 67%						
	Administration			16 – 33%						
Age:
	21 – 30				13 – 27%						
	31 – 40 				22 – 45%						
	41 – 50 				12 – 24%
	51 & up				  2– 4%
Years of experiences:
	New – 5				 7 – 14%
	6 – 10				12 – 24%
	11 – 15				10 – 20%
	16 – 20				15 – 32%
	21 & up				 5 – 10% 	
Figure 4: Data sample size and population
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After the lengthily focus group interview, based on twenty-four structured interview questions, the researcher categorized five primary factors which are associated with leadership traits as follow (see table 5):
	Questions
	Primary factors
	Leadership Traits:

	1-6
	Interpersonal & Communication
	Motivation, Active listening, Patience, Empathy, Teamwork, Cross-cultural sensitivity, Presentation skills, Influence creation 

	7-11
	Capacities
	Education, Intelligence, Team engagement, Negotiation, Judgement, Delegation, Drive, Decision-making process, Manage Administrative, Strategic, Decisive

	12-16
	Participation
	Sociable, Sense of Humor, Adaptability, Co-operation, Sound facility, Skill communicators, Creative and insightful, Honest

	17-20
	Responsibility
	Initiative, Self-confidence, Aggressiveness, Persistence, Dependability, Desire to success, Manage Task environment, energize to overcome obstacles

	21-24
	Achievement
	Knowledge, Accomplishment, Industry recognition, Nation-building, External Awareness, Vision of future,
Consistency


Table 4: 5 primary factors associated with Leadership traits 


According to the Global phenomenon of business practices on leadership and managerial framework, by presenting different leadership traits on five primary factors echoed parallel with the twenty-four questions. The researcher obtained different traits from all focus group members and evidence implied on different geographic with different views and important level. In fact, and alternative managerial approach was the essential traits of leader requirement on general perspectives which 'Honest, Intelligent and Decisive' are the good leadership on universal perceptions (Passmore 2015). There is some variation on the above general perspectives were commented by focus group members. For example, female volunteers focused on leadership capacities and responsibility, but male volunteers are concerning leaders' responsibility and achievement. In addition, those volunteers whose ages from 21 to 30 years are demanding leaders' interpersonal & communication skills and achievement history. Another obvious group perspective for job positions, administration staff seems to focus on management capacities, responsibility, and participation rather than teachers' focus on inter-personal skills and achievement. Similarly, insights from experienced group, tended to be the most experienced staffs are keen on management with holistic competencies such a global perspectives implies with open-minded and ability of systemic thinking, globally understands economic, capacity to connect social and ecological system among political and economic forces.
During the interview, few common arguments from the floor are quite surprisingly, less about leadership charismatic on enthusiastic and encouragement for expressing ideas or wills, and also management exception such as carrots and stick theory, habits of intellectual stimulation for transformational leadership such as innovation mindset about old problems in a new way. That lead researcher to address and explore whether transactional and transformational leadership styles or behaviors toward to full range of managerial framework through a paradoxical of individuals professional for a positive impact on the performance of the organization.   
XI. Hypotheses Testing, Measure and Assumptions
To analysis of qualitative data for the case study is a challenging because the data sources are normally from secondary such as reports, articles, news or other studies, or some primary date such as subjective data as focus group interview, questionnaires survey and observation (Creswell 2017). Most importantly is the selection of participants, which can be difficult, expensive, and confusing, but regardless the size or number of right volunteers with precise data and information are considered direct impact the outcome (Flyvbjerg 2006). In this study, the researcher is one of the senior management members of the organization, as well as the one who fixed the business problem in past, thus, via a structured but harmonious environment without any discussion technique to ensure able to capture the best information if possible. The only concern is due to the pandemic outbreak, focus group discussion has to rely on video conferencing, this set-up could minimize the interpretation of reliable information and the dynamics of context, depth, and details suggestions. Nevertheless, the researcher addressed the shortfall comprehensively with different skill sets, engage an observation to pay attention to volunteer's body language, and get involved in verbal or no-verbal objectives, an active listening structure to engage respondents to summarize among groups and individuals. 
This study is based on Dr. Yu's 3H conceptual framework on a holistic managing model, six hypotheses composed on Heart, Head, and Hand domains. Based on data collected, the significance of context for performing hypothesis tests in the leadership development process. Leadership development trends combined with different dimensions, future market structure, competitive edge, technological innovation, cross-culture practices, consumer behavioral, human resources management, organizational objectives, and others consider aspects, the growth path of organizational leadership development should be a fundamental, structural, all-around process and presents various development direction of internationalization (Bolden, Gosling, Marturano, & Dennison, 2003). Throughout the nature, before human was born, only sound can hear was heartbeat from motherhood, head start to growth followed by strong heart-beat, arms and legs will wobbling comfortably, Lao's theory (Carnogurská 2012) claimed that all nature is "Heart-oriented 以心為本",  Yu (2019) also emphasize that heart-oriented dimension always approach with empathy, motivational, influencing, strong inter-personal skills and attitudinal driven. To testify the Heart hypothesis, leadership attitude and behavior are the key aspects for reflecting organization performance. When Lam became the chef of the operation, she demonstrated the driving force management style with supercilious, arrogant, and egotistical, to avoid any suggestions and recommendations from subordinate, worst of all, she ignores the cultural gap in between Hong Kong and Singapore, in such, result was breaking the bridge of business collaboration. To summarize the traits of Heart domain leadership behavior, illustrate as follow (see Table 5):
	Cross-culture leadership is positively relative to subordinate autonomous motivation in business decision.
	Not tangible, more emotion-driven, Empathy, Conceptualize, Long-term engage, Boundaryless, innovative, Wisdom, harmony, and enthusiastic, Influence, Emotional intelligence, Trustworthy

	In conjunction with ambitious behavior is relative with better business engagement and performance.
	


Table 5: HEART domain leadership behaviors require  

Tzu (2012) points out that the military is governed by five constant factors to determine the conditions of battle situation, they are: law of Dao or moral, timing, positioning, commanding, and discipline. Meaning that, entire citizens and government body should have 'One Heart', which truly enthused by the leader that motivate all followers to aim and complete the goal; timing and positioning are the natural factors which might have different varies, but most importantly, leadership with skills, experiences, competitive advantage, behavioral and combination with rules and regulation, structuring, systemic, compliance, policy and strategy planning, those essential and tangible elements are fundamental success factors which cohesive with Yu's 'Head' domain description of necessary factor (Yu 2020). Leadership is a process of situational construction for goals and performance, without any clear direction, duties and responsibilities, aren't able to reach target, refer to the Hersey-Blanchard model, situational perspective play a great role of leader development, such as task behavior, relationship behavior and level of leader maturity (Passmore 2015). Surprisingly, during the interview, most of the participants are much motivate discuss in this area and points out the require traits as follow (see Table 6):
	How important to facilitate strategic planning is in relative with subordinates to maintain collectivistic execution.
	Tangible, Strategy, Transactional, Reality, Situational, Compliance, Commercialize, Task-related, Political, Conflict, Team engagement and market sensitivity, Cultural correspondence, Directing, Coaching, Supporting, Delegating

	The level of delegation or empowerment ship is in relative with better management competence for sustainable growth.
	


Table 6: Head domain leadership behaviors require  

Bolden and Gosling (2006) argue that organizations need to sharp core competency for sustainable growth, a repeating process relate to improve either individuals or organization level. Sun Tzu suggested that good old soldiers always sharping themselves and beyond, ready for an opportunity of defeating the enemy. To ensure maintain sustainable competency which able to secure yourself against defeat, hence, to conquer without being able to do it. Hand domain of Yu's framework, more on functional and practical with skills and know-how, I argue that experiences leaders should have such a background and must need demonstrate to subordinates for ongoing on-job training for task achievement. Any organization shall have numbers of hand domain staffs for daily operating and business development, as like military troop, numbers of soldiers always more than commander. Hypothesis testing on hand aspects, different opinions were brought but the focus point still aim on human resources development, such as training, self-improvement, and reward scheme, summaries as follow (see Table 7):
	Challenge of experiences gap is in relative with better cognitive skill in management.
	Tangible, Skills, Knowledge, Experience, Operations, Competences, Hands-on, Obedience, Efficiency, Implementation, Executing, Reward scheme, HRD, Crisis management, Problem solver  

	[bookmark: _Hlk50898391]The dimensions of diplomatic and tactful in conjunction with effective leadership amongst team collaboration.
	


Table 7: Hand domain leadership behaviors require  


XII. Findings and Recommendations
In past decades, globalization business practice effectively among different industries and managing through constructive and transformative of experienced individuals for organization performance outcome (Bolden, Marturano, & Dennison 2003). One of the key aspects to determine the critical path of success is the cultural differentiation, many literature reviewed, globalization leadership development is likely to focus on five competence and associate with desire behaviors, managerial, ethical, strategic, collaborative and target-directed. Hofstede (2011) echoed and suggested, admired leaderships should have value-based charismatic, such as performance-oriented, inspirational, integrity, self-sacrifice, decisive and visionary, in addition with behaviors of team-oriented, collaborative team orientation, integrator ability, diplomatic and administratively capability, which able to sharped the complex social and political structures that associate with Hofstede leadership model in masculinity dimensions. In a review of the literature, yet, Nicholls (1994) finds the path of applying the Heart, Head, and Hand for transforming leadership with different frameworks; Inspirational leader with the Heart, Strategic leader with the Head, and Supervisory leader with the Hand. I tended to be agreed but also add in three effective leadership behaviors to the framework; Charismatic to reflects the inspirational, Supportive reflects the strategic and Directive reflects the Supervisor. In this case study, Judy was not in the pre-school industry and without any ground experiences in Singapore, although she was working in Hong Kong financial industry and dealing with global clients, but, working in Singapore educational industry with a multicultural environment, that needs extra efforts and global mindsets to overcome the obstacle. 
Yu's 3H framework for holistic management of individual or organization with 3 different domains, Value-based with human-oriented leadership, Participative with strategic leadership, and Autonomous and team-oriented leadership, all should me appear within organizations or individual. Based on today's business environment, the trend of globalization alliances represents the dynamic growth and talent engagement, transformational and transactional leaders are the dominant culture of managerial development. I tend to agree Hofstede (2011) proposed the six dimensions of the Cultural dimensionalizing model for leadership:
1. Power distance – more toward to that problem with human inequality,
2. Individualism – how individual integrate and collectively into a group,
3. Masculinity & Femininity – emotional behavior between gender
4. Tolerance of uncertainly – the stress and nervous level when facing any unknown substance or incident
5. Long and short-term orientation – area of focus and structural planning
6. Indulgence and Restraint – personal willingness and perspective
Cross-culture leadership considerably carries out various functions of transactional to transformational leadership focuses. Transformational leaders are more focus on mission, strategy, long-term goals, release human potential, reinforce internal structure or system, macro views with purpose, values, and ethics, instead of the traditional model of leadership with boundary guard, preoccupy on position and power, short-term glory, keen on daily affairs and to personalize driven (Judge & Piccolo 2004, Nicholls 1994). What we get is driven by how we act for competency development (Tzu 2012), and World changing begin with humanizing change, not the past, is always now (Le Guin 1998), and make more sense of transformational leader should be, to echo the holistic manage methodology conceptual framework to identify the necessary traits of leadership for context with 5-E approach: Envision, Enable, Engage, Energize and Execute. 
· Envision – creating an irresistible vision with measurable goals and roadmap,
· Enable – construct processes and systems that able to support and promote strategic actions,
· Engage – transparency for gathering valuable information and data, demonstrate a resilient leadership to inspire and support others and earning perspective 
· Energize – self-reflection, introspection, intrinsic motivation, mentor in their professional development to enhance organizational internal and external    processing
· Execute – goals focus on vision executing and management skills to create best practices of continuous improvement.
Finally, taking into account the insights of the 3H managerial framework, the researcher proposes a conceptual paradigm to adapt to other theories and models for this case study. The importance of oversea management development is incorporating a leadership practice framework, which can help management understand fully on their behavior and ability to react to different situations and persuade others with preferable strategies that can identify the gaps (Sageder, and Feldbauer 2019). For example, once Judy on board, she needs to be understanding the local culture as well as team background, Hofstede's six dimensions of the Cultural dimensionalizing model can be a social performance analysis program which will be able to understand the current situation. Although focus on experiences and skills are deeply and firmly with the leadership competencies but might seems like leadership development is about how to build a person to be the all-around leader (Passmore 2015). In retrospect, many of the direct effects of organization performance are due to the failure of transformational leadership engagement, which promote a high level of education, knowledge, experiences, and honorable ability, but missing any human inspiration, conflict management, leveraging diversity, resilience, strategic thinking and most importantly, the shortfall of entrepreneurship. 
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