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Investigate Ideas for a Viable Research Proposal
After my BSc I worked as a marketing executive for 2 years and as a business development manager in the financial sector for over 5years before deciding to go for my masters. At the time, working with people from different cultural background as this was the case of Nigeria with more than 250 ethnic groups (Ukata and LeVan, 2018; National Bureau of Statistics, 2019), proved to be challenging for me as a manager as well as other senior managers leading various departments with more diverse group. Furthermore, my experience as a business consultant to a cyber security firm in the UK during my MBA work placement was not different from my experiences back home as the CEO of the company had difficulties leading consultants from various cultural backgrounds.
Having been in the field of business, I think a suitable research topic shall also pertain to this area of specialisation with plenty of practical relevance for career development. In the age of globalisation, it is essential for business leaders and managers to effectively operate across cultures for a number of reasons (Mihaela, 2014). First and foremost, whereas cross-cultural encounters used to be restricted for managers and leaders working abroad, cross-cultural encounters are now also present in the workplace in one's home country (Adamczyk 2017). Thus, I firmly believe that is in an area in need of further investigation to become a competent future leader.
Taking the UK as an example, increasing cultural diversity is crucial in the workplace. Henceforth, regardless of one's orientation towards an international career, the ability to effectively and efficiently communicate across cultures, can now be reasonably seen as a threshold criterion for professional success (Mihaela, 2014; Bonsu and Twum-Danso, 2018). Second, merely considering the scale and scope of extant publications discoursing the implications of cross-cultural management, it is now increasingly challenging to avoid cross-cultural interactions (Browaeys and Price 2015). Third, a brief engagement with some graduate-level job advertisement has also proved that an increasing number of organisations are now seeking culturally sensitive talents. Henceforth, research around the determinants of cross-cultural leadership in a business setting appears a practically warranted research domain, the specific context of expatriate managers (Lam, 2002; Hofstede 1997; Segal et al., 2020). The topic was refined on multiple occasions throughout the process of evaluating different articles obtained from academic databases. Majority of the articles were published in journals with at least a four-star rating. A collection of academic sources is briefly summarised and evaluated against these papers' reliability, validity, and applicability of the concepts to the proposed research direction. 
Dickson (2003): Research on leadership in a cross-cultural context: Making progress, and raising new questions
This paper might not be the most up-to-date publication of cross-cultural leadership; nevertheless, it still entails a high dose of practical relevance even today. One of the study's key aims was to provide a summative assessment of pertinent literature from the last couple of decades (Hofstede 2015). Although the validity and reliability concept would mostly apply to empirical studies, reliability can be easily gauged in systematic review studies. Generally, a systematic literature review is known to exhibit the quality of reliability if the undertaken process of systematic analysis is described, with particular attention to the steps taken to observe bias. These criteria are met in this paper and the paper, therefore, is considered reliable. 
Hanges, Aiken, Park and Su (2016): Cross-cultural leadership: leading around the world
For the second paper, another systematic literature review was chosen. The paper explicitly turns to assess the concept of global leadership, which creates a contingent approach for leaders and managers to adjust their behaviour and leadership conduct to situation-specific needs (Jassawalla et al. 2004). Regarding the paper's reliability and validity, the detailed discussion of the exclusion and inclusion criteria provides a vital reference point for interpreting the main findings and their applicability beyond the research context linked to my professional development needs. In terms of the paper's potential contribution to future research, the in-depth conceptualisation of global leadership is essential to developing an actionable research design and a well-focused research question, linked to my developmental needs. 
Okpara and Kabongo (2011): Cross-cultural training and expatriate adjustment: A study of western expatriates in Nigeria
Expatriate managers are home country nationals assigned to overseeing certain activities in the host country (Lewis 2010). Due to the unique circumstances of foreign assignments, these individuals are directly exposed to cross-cultural differences and the implications thereof for global leadership and interaction with host-country nationals. Meanwhile there is a well-recognised role of expatriates in advancing business interests abroad, many expatriates fail to timely adjust to local circumstances, which often results in premature repatriation (Webb 1996). Cross-cultural training involves a variety of methodologies to reduce cross-cultural conflict. Hence this is a proven way of facilitating cross-cultural interactions (Comfort and Franklin 2014). The study used the stratified sampling technique, which culminated in a sample of 226 expatriate managers (positivist research philosophy, quantitative research design). The use of the stratified sampling technique has partly compensated for a potential threat to research reliability (Edwards 2014). Moreover, the study estimated that the entire population to consist of approximately 400 expatriates in a particular research setting. The detailed explanation of the data analysis and the ways of integrating theory into the data collection instruments reinforced the study's validity, but perhaps this study has missed some degree of positionality (and thus suggesting the presence of sampling bias). The findings can be seen as applicable to the research topic since the success of cross-cultural training is habitually seen as a threshold criterion to inculcating cross-cultural competencies. This statement is revisited in the next section. 
Waxin and Panaccio (2005): Cross‐cultural training to facilitate expatriate adjustment: it works!
Cross-cultural training should be the precursor to expatriates' departure, yet practice shows that many organisations fail to invest adequate expatriate preparation resources (Black and Gregersen 1999). There is a prevailing and indeed myopic view on the transferability of home country competencies to the host country for some organisations. Nevertheless, apart from a few isolated cases, such transferability is rarely a reality. Managers and leaders in organisations would inevitably intend placing decisions on hard-evidence, so insights from empirical research papers are paramount in advancing cross-cultural management competencies, which again link to my personal development goals (Ferraro and Briody 2017). The paper utilised a sample of 224 international managers, consisting of French, German, Scandinavian and Korean nationals deployment in India. Although the fairly broad coverage of nationalities improved reliability, the problematic degree of representativeness deduced from the study's reliability. Pertaining to the validity of the findings, the authors openly mention that "the small size of our samples prevented us from verifying its validity at the level of each national sample" (Waxin and Panaccio, 2005 p.63).
Jokinen (2005) - Global leadership competencies: a review and discussion
Lastly, but not least importantly, another literature-review based study was selected for the introductory literature review. Since the concept of competency-based management and leadership have garnered significant research and practitioner attention, this research paper was also conceptually relevant. Yet, findings from this study shall be treated in consideration of the potential limitations. Namely, a concomitant threat to reliability and validity includes the inclusion of articles from American journals, which inevitably distorts the findings (as the conclusions would most likely to reflect American/western perceptions – a kind of apparent positionality in research). Beyond that, it is also necessary to acknowledge this paper's exploratory nature (validity problems). The model presented thus, may benefit from further empirical testing and validation.
Evaluate a Core Theory and its Application to Several Possible Lines of investigation – CROSS CULTURAL MANAGEMENT 
One of the key issues in international management research pertains to the diversity of models, theories and frameworks. On one hand, this kind of diversity clearly reflects the topicality of the research problem and the importance of applying critical thinking to this topic (Hofstede 2011). On the other hand, theoretical diversity may impair research in finding a common theme and to eventually construct a testable framework. Since the early 1980s, when there has been a notable surge in cross-cultural management, multiple models have been published in general to categorise cultural differences and explicate the impact of cultural differences (House 2004). Meanwhile at the current state of research, it may not be indispensable to provide a comprehensive assessment and categorisation of the different concepts is still a relevant point to make in advising future research directions (Caligiuri and Tarique, 2012).  The concept map on the next page was constructed based on the initial review of research paper; it may be adjusted as the research conceptually develops at further stages.

Figure 1 – The Conceptual Map of the Research Focus (Created)

The study's focus appears comprehensive and cross-disciplinary; however, this is in-line with other research papers arguing that to unveil the intricacies of cross-cultural leadership, it is paramount to adopt a holistic focus (Matsumoto and Hwang, 2013). Thus, cross-cultural leadership effectiveness and success are a function of multiple, concomitant variables, some of which may not fall within the expatriate manager/leader's direct control (Moran et al. 2011). Taking host country nationals as a case example, the acculturation process is also dependent on the extent to which host country nationals are willing to engage in behavioural adjustment. This perspective shall also be incorporated into the research to compare host- and home-country nationals' attitudes and their moderating impact on the stages of acculturation (Pekerti and Vuong, 2017).
 Competency-based approaches also enjoy a relatively broad research coverage, which can be reasonably combined with global and cross-cultural (CC) leadership theories (Caligiuri and Tarique 2012). The broad theoretical focus of the proposed study, however, is not without limitations. First, whereas there is an articulated demand for tying together the different cross-cultural research strings to optimise cross-cultural management approaches, there may be resource and methodological problems in achieving this research goal (Pekerti and Vuong, 2017). 
Some of these obstacles may be known in the beginning (e.g. access problems), whereas some of the research obstacles may only clarify at later phases of the study (Cooper and Schindler, 2014). More on managing research resources and risk is discussed in the portfolio report. Second to this, there is a pending risk of expanding the research scope at the very expense of maintaining a strong problem orientation. Practically, if a study has an explicit focus on cross-cultural training, findings may appear reliable but perhaps not entirely valid, something that can be reasonably noted as a methodological/pragmatic weakness. In other words, a study may measure certain constructs, but the means of ensuring these constructs are indeed measuring those constructs that correspond to the research problem can be problematic. In the light of this observation from research papers (both empirical and theoretical), there is a clear need to collect data from multiple stakeholders (e.g. including home country managers/leaders and host-country nationals) (Lo et al., 2020; Cooper and Schindler, 2011). 
Beyond these issues, differences in the national/institutional environment shall also be considered in adequate detail, since these can remarkably affect research feasibility and access to relevant data. Indeed, secondary research may also suffice if access difficulties continue to persist (i.e. expatriate managers are unavailable or if organisations decide not to allow managers/and or employees to share views openly). Nonetheless, should secondary-data based methodology be chosen, researchers need to remain fully aware of using already might not enjoy sufficient research history or statistical data (e.g., official databases), hence rendering secondary methodologies largely unfeasible (Cooper and Schindler, 2014). 
Simultaneously, there are concomitant ethical issues and some weaknesses of the proposed research approach, particularly if sensitive information is disclosed at any point in the research (Aspers and Corte 2019). Depending on organisational values (some of which may pertain to culture), some research subject may decide to withhold views that could substantially alter research quality (Bryman and Bell 2013). In such instances, it is vitally important to introduce a range of measures and data collection policies to protect respondents' anonymity and to increase response rates to a satisfactory level (Cooper and Schindler, 2014). In cultures whereby open feedback is rarely practised, research subjects may not be inclined to participate (Leiba-O'sullivan 1999; Cotton et al., 2019). This is clearly an issue that shall be borne in mind when designing the stages of primary data collection. Accordingly, primary collection methods with the highest degree of anonymity may need to be preferred. Inevitably, if these fundamental issues are neglected, ethical problems may inevitably arise (Glenna et al. 2019). To comply with research integrity and ethical standards, research subjects shall be given open and transparent communication of the research aim, data collection/handling policies, as well as options for withdrawal. 
Irrespective of the research's scope and scale, planning is a vital academic activity to estimate resources and personal capacity to deliver a study in a set time interval, especially if some kind of primary data collection is proposed (Williams 2011). In studies with primary data collection (of some sort), there is always a risk of delays in case primary research subjects are unavailable or if unexpected problems arise (e.g. response rate below the expected figure). Although a detailed research plan cannot fully eliminate the aforementioned research risks (Punch 2014), by being familiar with some of the most common sources of research risks, there is an option to pre-emptively prepare for these contingencies (Cooper, 2014). A Gantt chart or other visual tools of listing and arranging the key research milestones and the interdependencies between the different research activities (e.g. data collection and analysis, each with an allocated time period) may also assist the research planning (Punch 2005; Estrada et al., 2018 ). 

Identify one Possible Research Theme and a Discussion of Research Methods to Achieve Stated Objectives
From the above consideration (entailing both practical and theoretical considerations), a research theme to be explored in further detail at later stages of the research involves expatriate managers perception of cultural differences and different preparatory (e.g. training) and copying mechanisms to maximise subsidiary success, critical thinking, and leadership effectiveness. The choice between quantitative and qualitative methodologies and paradigms shall be weighed against the benefits and potential limitations as well as the epistemological, ontological and axiological positions relative to the nature of the research problem (Kivunja and Kuyini, 2017). A quantitative research is often associated with positivism and in some cases, critical realism philosophy. This particular methodology is recognised for its capacity to collect a large amount of data and produce law-like generalisations and statistical inferences. However, positivism/quantitative studies may be limited to measurable concepts (Saunders, Lewis and Thornhill, 2012). Henceforth, non-measurable constructs of human behaviour (e.g. beliefs, assumptions and value.) cannot be precisely captured in quantitative studies. In case where the research problem is far from being clarified and explicit (e.g. a novel social phenomenon), exploratory qualitative insights may be more conducive to gain a preliminary assessment of the research topic than a study under the positivist, law-like epistemology.
Qualitative studies commonly adhere to the notion of social constructivism, a paradigm that emphasises identity and positionality (Bourke, 2014). However, qualitative research findings cannot be statistically verified and/or tested to yield purely objective interpretations (Collis and Hussey 2014). Although some widely accepted qualitative analysis frameworks (e.g. thematic coding and narrative analysis), the potential risk of research bias remains since the interpretation of the findings is almost entirely dependent on the researcher's reflexivity and the capacity to account for individuality (Cunliffe, 2004). Certainly, in practice, the differentiation between qualitative and quantitative methods is far from as incisive as it may seem (Easterby-Smith et al., 2015). Many research papers adeptly integrate quantitative and qualitative methodologies (mixed-method) to interrogate the research problem from multiple perspectives and compensate for single-method research's latent weaknesses (Easterby-Smith, 2015; Saunders, Lewis and Thornhill, 2012). For instance, researchers may use a quantitative survey to gain a foundational understanding of the research problem (Creswell, 2017). Then, to confirm the findings and, if needed, to address anomalies, interviews and/or focus groups may be arranged to review and interpret the findings reflexively. A short survey may be administered to gauge expatriates' general experience with training and the consequent interaction with home country nationals in the study's immediate applied theme. Depending on research aims, objectives and other priorities, a confirmatory focus group discussion may be organised as a form of triangulation to supplement the analysis (Saunders, Lewis and Thornhill, 2012). 
The choice of the most suitable methodology shall also be reviewed in terms of the chosen method's influence on research reliability, validity and the possibility of bias (Thorne 2000; Hennink et al., 2020). Some authors use reliability and validity as two interchangeable terms (Drost, 2011), yet, these terminologies apparently cover different attributes of research and tend to vary across different paradigms. Figure 2 below is a good illustration of these differences.
[image: ]
Figure 2 – Reliability and Validity – Two Different Measures (Saunders, Lewis and Thornhill, 2012)

In simplistic terms, reliability relates to the consistency of the methods (Burns and Burns 2012). Validity gauges the accuracy of the finding and the extent to which the intended variables are observed and/or measured in some form (Saunders, Lewis and Thornhill, 2012). That is, a study may produce consistent findings (i.e. reliable), but this does not always indicate validity at the same time. According to Golafshani (2015), the terms reliability and validity are tools of positivist epistemology. Henceforth, these terminologies might need to be adjusted to the quantitative methodology using the equivalents of trustworthiness, rigour and quality (Rubel, 2006). Research methodology literature also outlines different forms of reliability (e.g. test-retest, inter-rater) and validity (construct, content, criterion) all that shall be taken into account when devising a research design (Lincoln and Guba, 2006; Berkovich and Berkovich, 2018).
 As noted earlier, the combination of different methods (mix) could partly offset certain validity and reliability issues of the research if these are used in combination to indeed validate the findings (e.g. in the format of an explanatory sequential design. In other words, mixed-method research is one way to integrate different paradigms and to amalgamate both inductive and deductive research elements should neither of these research approaches would be safely deemed entirely suitable to address a particular research question (Carmichael, 1919; Stets and Serpe, 2016). However, it shall be noted that a mixed-method research design attracts substantially higher resources. In order to generate valuable findings, it is indispensable for the researcher to possess a good command of both quantitative and qualitative methodologies and analyses (Creswell, 2017). For the identified research problem, a mixed-method sequential research design is proposed under the critical realist paradigm. Other operational decisions pertaining to the research design (e.g. sampling frame and access) will be finalised in light of the epistemological, axiological positions of the critical realist research philosophy. 
Lastly, the planned study is not without risks and limitations that shall be integrated into the research plan (Saunders, Lewis and Thornhill, 2012). The main risk factors entail problematic access to research participants. Organisations may decide not to allow expatriate managers to participate in the study. Should this indeed appear to a pivotal research risk, it may be advisable to allocate more time to data collection to circumvent organisations and to avoid potential ethical conflicts. On the same note, it is reasonable for research subjects and their organisations to remain anonymous for the entire duration of the study. Names of organisations and data that may be used to individually identify respondents will not be collected. To ensure a fully informed consent of participation, the research subjects will be provided with a briefing sheet (Tashakkori and Teddlie 2002; Timans et al., 2019). The briefing sheet will include the purpose of the study, data collection policies and handling, as well as the estimated burden of participation (approximately 10-15 minutes for the questionnaire and 20-30 minutes for the follow-up interviews). Research subjects may decide to withdraw from the study before a designated cut-out date, to be shown on the briefing sheet. In addition to the briefing sheet, a consent form will be released for interviews to seek permission for audio recording. The audio files will be stored on a password-protected external hard drive to prevent any unauthorised access. Files will be permanently deleted after the approval of the research. 
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