Literature Review 
1. Conceptualizing global mindset 
1.1 The origins of the global mindset concept 
As the support and guarantee of corporate globalization, the development of global leaders has become one of the most important organizational practices. Many scholars have emphasized that the cultivation of global leaderships must not only be backed by organizational support and individual capabilities, but also cannot do without the inner foundation of individual global mindset (Javidan, Steers and Hitt, 2007; Bowen and Inkpen, 2009). Practically, it is challenging for a person to master all leadership skills that are applicable to all organizational periods and in all environments in the global marketplace. Organizational supports, such as training, and development cannot predict and pre-set all future scenarios to the managers. Therefore, the fundamental solution for the cultivation of global leaderships have significantly determined by the optimization and improvement of the mindsets of global leaderships (Nummela, Saarenketo and Puumalainen, 2004). 
Generally, the global mindset can be described as the ability to understand and impact the cognitive competences of individuals, groups or organizations from different social and cultural settings, and make the appropriate decisions to facilitate the global strategy of the organizations (Beechler and Javidan, 2007; Clapp-Smith, Luthans and Avolio, 2007). The differences cause individuals to show different values ​​and attitudes in dealing with cultural differences, grasping external opportunities, identifying threats, and dealing with risks, which affects the individual and organizational results. The research results of the well-known global project around the world show that among the many factors affecting the effect of expatriation, such as organization and family, the global mindset is the key to the success of expatriation (Levy, 2005). Other studies also indicate global mindset is essential underlying factors affecting other key aspects of operation, such as internalization, merger and acquisitions, marketing approaches, etc. (Kedia and Mukherji, 1999; Nummela, Saarenketo and Puumalainen, 2004; Lovvorn and Chen, 2011) The research of many scholars reflects a consensus: In today's world, the focus of more globalized competition has changed from the organizational structure and management model to the leaders’ global mindset (Levy, Beechler, et al., 2007).
The research on global mindset originated from cognition, especially mental model research. Research on mindset has a long history in the field of cognitive psychology, and it has only been introduced into organizational research in recent years. The concept of mindset was put forward by Scottish psychologist Craik in 1943 as a cognitive structure with the function of explaining and predict the future system (Osland et al., 2006). Later, the concept enter the management field by Senge in his study of system thinking and organizational learning (Senge, 2014). However, Many scholars believe that Perlmuter 's( 1969) global mind-oriented global mentalism proposed is the source of the manager's global mental concept. Perlmutter (1969) proposed three executive attitudes towards internationalization: ethnocentrism, polycentrism, and geocentrism. Geocentrism emphasizes overcoming deep-rooted ethnocentrism, and geocentrism managers are open to globalization. Following Perlmutter( 1969), many researchers have defined the global mindset of managers from the perspective of culture, strategy, and comprehensive perspective (Levy, Beechler, et al., 2007), and gradually formed different genres. These schools have big differences on the basic issues such as the connotation, measurement, and analysis level of managers' global mindsets. This shows that the current research on managers' global mindsets is not thorough and there is still a lot of room for future research.
1.2 THE DEFINITION OF GLOBAL MINDSET 
The current research on the global mindset connotation of managers has three different perspectives: culture, strategy, and multidimensional. Three different schools have been formed correspondingly, with each school’s focus, main viewpoints, analysis levels, and main consensus reached not exactly.
The cultural schools of global mindset were directly derived from the geocentrism proposed by Perlmutter (1969). As the root of global mindset concept, the geocentriums holds the view that leaders should pay sufficient attention to the heterogeneity of cultures in the global workplace. Researchers of the cultural schools have inherited the view and conceptualize the global mindset of leaders from the cultural perspective and believes that cultural awareness and competences are the core components of leaders’ global mindset (Earley, Murnieks and Mosakowski, 2007; Lovvorn and Chen, 2011; Andresen and Bergdolt, 2017). Highlighted by (Hitt, Javidan and Steers, 2007), the primary constructs of the cultural school is cosmopolitanism, which emphasizes the ability of leaders to integrate different cultures when making decisions. The cultural perspective focuses on the driving role of cultural change on managers' global mindsets, but ignores the strategic challenges brought about by globalization. However, the cultural school of thoughts have been criticized for lack of strategic challenges brought by globalization (Andresen and Bergdolt, 2017). 
Compared to the cultural school, the strategic school of global mindsets hold an different view that the strategic capabilities and competitive advantage of multinational firms can only be improved by development the management thinking in a global sense (Bartlett and Ghoshal, 2002; He et al., 2020), also leaders with global mindsets can integrate global thinking into the local management practices (Bowen and Inkpen, 2009). The rise of strategic school was due to the increasing globalized marketplace and increasing complicated environments, which indicates the structural management practices were far from sufficient to accommodate into dynamic environment (Lane et al., 2009). The theoretical foundation beneath the strategic school is social cognitive theory, with is featured by cognitive complexity that focus on cognitive difference and integration (Beechler and Javidan, 2007). However, the strategic school has been criticized for lack of consideration on the cultural and social differences on the globalized operation. 
The multi-dimensional school considers the influence of both strategic dynamics and cultural diversity in a more comprehensive manner. This genre believes that the global mindsets of managers is essentially a process of knowledge transfer of individuals facing a complex, ambiguous, and dynamic multi-cultural environment(Levy, Taylor, et al., 2007). The cognitive complexity emphasized by the strategic schools is the internal structure of managers' global minds, and cultural diversity provides the external factors that build cognitions for the global minds (Yeung et al., 2011). At present, the orientation of the multidimension genre has been recognized by more and more people. Among them, the two-dimensional theory of the global mind of managers proposed by Bouquet (2004) and the three-dimensional theory of managers' global mind proposed by Beechler and Javidan (2007) have the greatest influence. Bouquet (2005) believes that managers’ global minds are mainly composed of three abilities: the ability to process and analyze global business information, the ability to develop relationships with major stakeholders around the world, and the ability to make full use of global relevant information to make optimal decisions. The three abilities were summarized into two dimensions, business acumen and cultural intelligence, respective. Based on the two dimensions, the global mindset was categorized into for types as shown in Figure 1. On the other hand, Beechler and Javidan (2007) believes that the global mind is a general term for personal qualities and characteristics, and they proposed a three-dimensional model to describe and measure global mindsets of leaders. Precisely, they think leaders with global mindset should be equipped with high level of psychological capital (indicators such as enthusiasm for cultural diversity, adventurous spirit, personal charisma, etc.), and intellectual capital (indicators such as the business acumen, global environment sensitivity, complexity recognition ability, etc.), and social capital (indicators including cultural empathy and awareness, interpersonal skills, cross-cultural communication skills, etc.)
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Figure 1. Two-dimensional global mindset models (Bouquet, 2004)
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Figure 2. Three-dimensional global mindset model (Beechler and Javidan, 2007)
2.3 The measurement of global mindset 
Because researchers adopt different perspectives to understand the global mindsets of leaders, there are also differences in the structural elements of global mindsets they have identified and the measurement tools they have developed. Through literature review, we have summarized some representative global mindsets measurements. 
Researchers use a variety of different methods to measure the global mindset of managers. The most common use of self-perception or self-evaluation methods, such as Gupta and Govindarajan, (2000) requires participants to answer a series of diagnostic questions for self-perception, measuring the global mindset of managers at the organizational level; Harveston, Kedia and Davis (2000) used self-evaluation to measure a single-dimensional manager's global mindsets. The second is to use the perception of others (such as subordinates' perception of the global mindsets of managers), such as Nummela, Saarenketo and Puumalainen (2004)) to measure the foresight, global commitment and global vision of managers through employee perception. The third method is to use content analysis to measure the global mindsets of leaders. For example, Levy (2005) measures the global mindsets based on the attention model of the executive team by measuring the breadth and depth of the executive team's attention to the environment. The fourth method is to measure the specific behavior of managers. For example, Bouquet, (2004) is based on the attention model of the executive team, the frequency of overseas travel, the frequency of communication with overseas management colleagues, and the frequency of organizing global decision-making discussions to evaluate global mindsets. The fifth method is the anticipation method. For example, Murtha, Lenway and Bagozzi (1998) used the three dimensions of integration, response, and coordination to measure the global mindset level of managers. Other measurement methods involve the comprehensive application of the above-mentioned different methods. For example, Arora et al., (2004) investigates the global leadership of managers using a combination of self-perception and the perception of others. Lane et al., (2009) uses perception and organizational data quantitative methods to analyze managers’ global minds from three dimensions: organizational strategy, management talent pool, and organizational structure.  
Provided that the present paper sheds light on the Huawei as a specific research object, the three-dimensional global mindset model and measurement promoted by Beechler and Javidan, (2007)  will be adopted. 
2. The Role of Global mindset in Leadership Effectiveness 
Previous studies have shown that the complexity of the international environment, the company’s management system, personal international experience, and company’s international training activities have played a role in cultivating expatriate managers (Arora et al., 2004; Osland et al., 2006). Although the above point of view is logically reasonable, the effect in reality is not very satisfactory. First of all, when the above-mentioned methods are used to develop global talents, the failure rate is very high, and even many managers who have achieved outstanding performance in the local area are not competent to work in the context of globalization; even if this method is effective, it usually fails. It takes a long time period, and the company has to pay a high cost for this. Exploring more effective ways to cultivate and select global talents that can be implemented on a larger scale is the problem we want to solve.
The research of Beechler and Javidan, (2007) pointed out that among the many factors affecting the success of multinational managers, such as individuals, organizations and families, the global mindset is the key. Studies by other scholars also believe that, as the cognitive ability of the main decision makers of the organization, the global mindset is the key success factor that affects the results of all aspects of the organization (Ng et al., 2011; Story and Barbuto Jr, 2011; Chan et al., 2018). Gupta and Govindarajan (2000) even emphasized that the success of global leadership stems from the global mindsets. The direction of the training of multinational managers is the same in theoretical circles, but this topic is often overlooked in empirical research.
The training of global talents by enterprises includes various training courses and high-intensity cultural experiences. In particular, the experiential cross-cultural experience represented by short-term and long-term international dispatches has become the basic training method for many companies to train global leaders because they can enable individuals to obtain all-round development in practice (Kyvik et al., 2013). Moreover, many people themselves believe that the experience of international dispatch has a significant impact on their professional and personal development and is the most important way for them to develop their cross-cultural competence. However, He et al. (2020) pointed out through a large number of literature reviews and meta-analysis that most of the current research on expatriates is based on the results of the work performance and adjustment of multinational managers. Research from the work performance perspective can certainly provide valuable references for organizations to effectively select and train expatriates, but they do not directly answer how expatriate experience enables individuals to develop, whether there are some internal psychological factors or external factors. Situational factors can accelerate this process (Harveston, Kedia and Davis, 2000; Aggarwal, 2011; Andresen and Bergdolt, 2017). At the same time, as middle and senior managers of enterprises, expatriates also hope to get more support for personal career development. Moreover, some scholars believe that if individuals do not have the necessary curiosity and open mind, international experience will not necessarily lead to the development of the global mind (Vogelgesang, Clapp-Smith and Osland, 2014).
In summary, we believe that we should focus our research on the process and results of cultivating the global mind, not just on its work performance. Only by analyzing the development process of the global mind and finding the factors and mechanisms to accelerate its development can a group of truly global leaders grow up.
3. Summary 
Regarding the bottlenecks in the practice of globalization, people place their hopes on the development of managers' global mindsets. However, from the previous research review, we can clearly see some basic questions about the manager’s global mindsets have not been solved, such as what the conceptualization of global mindsets are, and what the core attributes of the leaders’ global mindsets. Despite the inconsistences on the concept, the present paper will use three-dimensional global set models to investigate the global leadership of leadership in Huawei. The implications drawn from Huawei will help other Chinese organizations to be more ready on the management level for globalization. 
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