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EDITH HEARD:”1 TEND INTRODUCTION

TO BE VERY

HORIZONTAL IN MY
APPROACH [TO
LEADERSHIP]. | DON'T
THINK OF MY LAB
MEMBERS AS LEADERSHIP EFFECTIVENESS INCREASINGLY

WORKING FOR ME; DEPENDS ON THE ABILITY TO UNDERSTAND,

I’'M WORKING WITH EMPATHISE, AND CARE WHEN MANAGING PEOPLE.
THEM. | CAN'T DO IT

ANY OTHER WAY.”

DISTINGUISHING LEADERS FROM SIMPLY
CONTROLLING AND IMPLEMENTING PROCESSES.

(Cookson, 2022)



WHY MATTERS?

« EMOTIONAL AND CULTURAL INTELLIGENCE IN
LEADERSHIP IS OF PARAMOUNT IMPORTANCE,

HELPING PEOPLE FROM DIFFERENT
BACKGROUNDS TO BE MOTIVATED AND
CONNECTED

«IN THE ERA OF A GLOBAL WORLD,
MULTICULTURAL AND MULTINATIONAL TEAMS
MUST BE LED IN COMPLEX AND DYNAMIC

RELATIONSHIPS

- DEALING WITH THIS DEPENDS ON
UNDERSTANDING AND CONTROLLING YOUR OWN
EMOTIONS FIRST.

(Alon and Higgins, 2005)




EMOTIONAL INTELLIGENCE
El

S IS IRV VASATTRIBUTE IN LEADERSHIP EFFECTIVENESS

(Goleman, 2004)



WHAT IS EMOTIONAL INTELLIGENCE?

eEMOTIONAL INTELLIGENCE IS THE ABILITY TO

es RECOGNISE, UNDERSTAND, MANAGE AND
EFFECTIVELY USE EMOTIONS

~-BOTH YOUR OWN AND THOSE OF OTHERS.

% eIN LEADERSHIP, EI IS IMPORTANT IN BUILDING
STRONGER RELATIONSHIPS, CONSOLIDATE TEAM
CULTURE, MOTIVATE, MAKE BETTER DECISIONS,
WORK WELL UNDER STRESS, HAVE A POSITIVE
ATTITUDE TOWARDS CHANGE.

(I1zzarelli, 2022)



DANIEL GOLEMAN'’S El MODEL

(1998)
‘lliiill’
regulation

Goleman’s
El Model




EMOTIONAL

INTELLIGENCE IN DANIEL G?;—:';“AgoleTil MODEL
PERSONAL AND ( ) :

PROFESSIONAL e SELF-AWARENESS (AWARENESS OF ONE’S OWN

INTERACTIONS, EMOTIONS AND IMPACT)

BASED ON FIVE e SELF-REGULATION (EMOTIONAL AND
KEY BEHAVIOURAL CONTROL)

COMPONENTS: « MOTIVATION (ORIENTATION TOWARDS

PERSONAL AND PROFESSIONAL GROWTH)

e EMPATHY (CONSIDERING OTHERS’ EMOTIONS IN
DECISION-MAKING )

e SOCIAL SKILLS (ABILITY TO MANAGE
RELATIONSHIPS, CONFLICTS, ABILITY TO
COMMUNICATE AND INFLUENCE OTHERS)



MAN’S El MODEL
8) CONT.

BENEFITS LIMITATION AND CHALLENGES

e PRACTICAL AND EASY TO e LONG-TERM TRAINING TO SEE
UNDERSTAND IMPROVEMENTS
e SUPPORTS LEADERSHIP e DIFFICULT TO MEASURE

DEVELOPMENT ePOTENTIAL OVERLAP WITH PERSONAL
e ALL-INCLUSIVE APPROACH TRAITS

(INTERNAL AND EXTERNAL « OVEREMPHASIS

EMOTIONAL SKILLS) e CULTURAL DIFFERENCES

e GLOBALLY USED AND ORGANIZATIONAL BARRIERS
INFLUENTIAL

e IMPROVES PERSONAL AND
PROFESSIONAL EFFECTIVENESS

(Filice and Weese, 2024)



APPLICATION OF GOLEMAN'’S El
MODEL IN BUSINESS

eDRIVES LEADERSHIP PERFORMANCE AND EMPLOYEE
APPLICATIONS IN [N\ NGBV YV LMY T G Y YV Y

THE BUSINESS «ENHANCES TEAMWORK AND COMMUNICATION
INDUSTRY ACROSS DIVERSE GLOBAL TEAMS (GOOGLE’S “PEOPLE
OPERATIONS” CULTURE).

e HELPS MANAGE STRESS AND DECISION-MAKING IN
FAST-PACED MARKETS.

e IMPROVES CUSTOMER INTERACTIONS THROUGH
EMPATHY AND EMOTIONAL UNDERSTANDING.

eBUILDS STRONG ORGANISATIONAL CULTURES THAT
SUPPORT INNOVATION AND WELL-BEING.

(Cherniss and Goleman, 1998)



SELF-MANAGEMENT IN
LEADERSHIP
ANDY JASSY(CEO
AMAZON)

EMPATHETIC CUSTOMER
FOCUS

TEAM SUPPORT &
COLLABORATION

BETH GALETTI (SENIOR
VICE PRESIDENT OF
PEOPLE EXPERIENCE AND
TECHNOLOGY)

El EXAMPLE IN AMAZON

- MANAGERS STAY CALM DURING PEAK SEASONS TO

MAINTAIN PRODUCTIVITY AND TEAM MORALE.

« EMOTIONAL CONTROL SUPPORTS BETTER DECISION-

MAKING UNDER PRESSURE.

« SERVICE TEAMS USE EMPATHY TO RESOLVE ISSUES QUICKLY

AND IMPROVE LOYALTY.

« CUSTOMER FEEDBACK DRIVES SERVICE IMPROVEMENTS

(FAST DELIVERY, EASY RETURNS).

« LEADERS NOTICE STRESS IN TEAMS AND OFFER SUPPORT TO

REDUCE BURNOUT.

« POSITIVE RELATIONSHIPS HELP MAINTAIN EFFICIENCY IN

FAST-PACED OPERATIONS

« OVERSEES HUMAN RESOURCES AND PEOPLE EXPERIENCE

(Panmore Institute, 2025)



TEAM COLLABORATION &

PSYCHOLOGICAL SAFETY
(SUNDAR PICHAI - CEO,
ALPHABET & GOOGLE)

EMOTIONAL RESILIENCE
IN INNOVATION
PRABHAKAR RAGHAVAN
(SENIOR VICE PRESIDENT,
GOOGLE SEARCH)

El EXAMPLE IN GOOGLE

« LEADERS ENCOURAGE OPEN COMMUNICATION AND TRUST

IN TEAMS.

« EMPATHY SUPPORTS INNOVATION AND REDUCES CONFLICT

DURING PROBLEM-SOLVING.

« EMPLOYEES USE SELF-AWARENESS TO MANAGE STRESS

DURING COMPLEX PROJECTS.

« MOTIVATION STAYS HIGH, SUPPORTING CREATIVITY AND

CONTINUOUS IMPROVEMENT.

« EMPHASISES COLLABORATIVE INNOVATION AND

MAINTAINING MOTIVATION DURING TECHNICALLY
CHALLENGING PROJECTS

(Tran, 2017)



DEFINITION OF CULTURAL INTELLIGENCE

CULTURAL INTELLIGENCE REPRESENTS “AN
INDIVIDUAL'S CAPABILITY TO FUNCTION AND
MANAGE EFFECTIVELY IN CULTURALLY DIVERSE
SETTINGS"

CU LTU R AL (Ang, Van Dyne and Rockstuhl, 2015)
INTELLIGENCE.

/;3\\/

IT CONSTITUTES A MULTIDIMENSIONAL CONSTRUCT
THAT MOVES BEYOND ONLY CULTURAL AWARENESS
TO INCLUDE THE COGNITIVE, MOTIVATIONAL, AND
BEHAVIOURAL CAPACITIES NECESSARY FOR
SUCCESSFUL CROSS-CULTURAL ADAPTATION AND

PERFORMANCE.
(Ang, Van Dyne and Rockstuhl, 2015)



DEFINITION OF CULTURAL INTELLIGENCE CONT.

THIS CONCEPTION ESTABLISHES CULTURAL
INTELLIGENCE AS A CRITICAL COMPETENCY IN
GLOBAL LEADERSHIP CONTEXTS, DISTINGUISHING IT
FROM OTHER FORMS OF INTELLIGENCE BY ITS
SPECIFIC FOCUS ON CROSS-CULTURAL
ADAPTABILITY AND EFFECTIVENESS. THE CONSTRUCT
HAS GAINED SIGNIFICANT SCHOLARLY ATTENTION
FOR ITS DEMONSTRATED PREDICTIVE VALIDITY IN
DETERMINING SUCCESS IN INTERNATIONAL
ASSIGNMENTS AND MULTICULTURAL TEAM

LEADERSHIP. (Lisak et al., 2016)




DESCRIPTION OF
«HOFSTEDE'S
CULTURAL
DIMENSIONS

(1980)» MODEL
FOR CULTURAL
INTELLIGENCE

THE SIX CORE

DIMENSIONS:

PROVIDES A SYSTEMATIC FRAMEWORK FOR
UNDERSTANDING HOW CULTURAL VALUES INFLUENCE
BEHAVIOUR IN SOCIETIES AND ORGANIZATIONS. IT
OFFERS A COMPARATIVE STRUCTURE FOR ANALYSING

NATIONAL CULTURAL DIFFERENCES. (Giadwin, 1981)

Power
Distance

Individualism
VS.
Collectivism

Indulgence
vs. Restraint

Hofstede's
Cultural
Dimensions

A

Masculinity
VS.
Femininity

Long Term
Orientation

Uncertainty

Avoidance Figure 1: Hotstede's Cultural

Dimensions (Hofstede, 1980)
(Vizmonte & Ligot, 2024)




DESCRIPTION OF «HOFSTEDE'S CULTURAL DIMENSIONS (1980)» MODEL
FOR CULTURAL INTELLIGENCE CONT.

POWER DISTANCE INDEX (PDI)

INDIVIDUALISM VS COLLECTIVISM
(IDV)

MASCULINITY VS FEMININITY
(MAS)

UNCERTAINTY AVOIDANCE INDEX
(UAI)

LONG-TERM VS SHORT-TERM
ORIENTATION (LTO)

INDULGENCE VS RESTRAINT (IVR)

DEGREE TO WHICH LESS POWERFUL MEMBERS ACCEPT UNEQUAL POWER DISTRIBUTION

PDI: HIERARCHICAL STRUCTURES, CENTRALIZED AUTHORITY
PDI: EGALITARIAN APPROACHES, DECENTRALIZED DECISIONS

: "I" CONSCIOUSNESS, PERSONAL ACHIEVEMENT FOCUS
: "WE" CONSCIOUSNESS, GROUP HARMONY PRIORITY

: ACHIEVEMENT, COMPETITION, MATERIAL SUCCESS
: COOPERATION, MODESTY, QUALITY OF LIFE

SOCIETY TOLERANCE FOR AMBIGUOUS SITUATIONS
UAI: FORMAL RULES, STRUCTURED ENVIRONMENTS
UAI: FLEXIBILITY, INFORMAL APPROACHES

: FUTURE REWARDS, ADAPTATION, PERSISTENCE
: TRADITION, IMMEDIATE RESULTS, SOCIAL OBLIGATIONS

: FREE GRATIFICATION OF HUMAN DESIRES
: STRICT SOCIAL NORMS REGULATING BEHAVIOUR

(Gladwin, 1981)



EVALUATION OF

«HOFSTEDE'S e« ENABLES ADAPTATION OF LEADERSHIP STYLE TO DIVERSE CULTURZ
CONTEXTS
CULTURAL 1, FACILITATES BUILDING TRUST ACROSS CULTURAL BOUNDARIES

DIME NSIONS e [MPROVES DECISION MAKING IN MULTICULTURAL ENVIRONMENTS.

(1980)»

INCREASES SUCCESS IN INTERNATIONAL NEGOTIATIONS AND

M: PARTNERSHIPS

ENHANCES INNOVATION THROUGH DIVERSE PERSPECTIVES INTEGRATION
MULTICULTURAL TEAMS WITH HIGH CQ COMBINE DIVERSE PERSPECTIVES
FOR CREATIVE SOLUTIONS.

1.ENHANCED GLOBAL REDUCES COSTS ASSOCIATED WITH CULTURAL MISUNDERSTANDINGS

LEADERSHIP
EFFECTIVENESS
2.IMPROVED ‘ e STRENGTHENS EMPLOYER BRANDING AS INCLUSIVE WORKPLACE
BUSINESS \ e ATTRACTS AND RETAINS TOP GLOBAL TALENT, CREATES AN
PERFORMANCE ™~ 3 ENVIRONMENT WHERE EVERYONE FEELS RESPECTED AND

INCLUDED.
e IMPROVES CUSTOMER RELATIONS ACROSS CULTURAL MARKETS

3.0RGANIZATIONAL
ADVANTAGES (VAN DYNE ET AL., 2012)




EVALUATION OF
«HOFSTEDE'S

REQUIRES SIGNIFICANT TIME AND RESOURCES FOR

EFFECTIVE TRAINING

CULTURAL
DEMANDS ONGOING MAINTENANCE AND PRACTICE
DIMENSIONS MEASUREMENT AND ASSESSMENT CAN BE COMPLEX
(1980)»

e RESISTANCE TO CHANGE |IN ESTABLISHED ORGANIZATIONAL

. CULTURES
DISADVANTAGES: e POTENTIAL FOR SUPERFICIAL APPLICATION WITHOUT DEEP

2 UNDERSTANDING: WITHOUT DEEP COMMITMENT, AND CONSTANT
ADAPTATION IS MENTALLY TAXING FOR EMPLOYEES.
1.DEVELOPMENT e BALANCING CULTURAL ADAPTATION WITH MAINTAINING CORE

CHALLENGES VALUES

2 IMPLEMENTATION « MAY NOT ADDRESS ALL ASPECTS OF INTERSECTIONAL DIVERSITY. RISK
OF STEREOTYPING, IF APPLIED RIGIDLY, CULTURAL MODELS CAN LEAD
DIFFICULTIES TO ASSUMPTIONS RATHER THAN UNDERSTANDING.
« EFFECTIVENESS VARIES ACROSS INDUSTRIES AND ORGANIZATIONAL
SIZES
e REQUIRES COMPLEMENTARY SKILLS: EMOTIONAL INTELLIGENCE,
3 CONTEXTUAL COMMUNICATION
LIMITATIONS

(LIVERMORE, 2022)




APPLICATIONS IN POWER DISTANCE - LEADERSHIP STYLE
THE BUSINESS IN MULTINATIONAL COMPANIES

INDUSTRY

« POWER DISTANCE - MCDONALD’S (INDIA)

« IN INDIA’S RELATIVELY HIGH POWER-DISTANCE CULTURE,
MCDONALD’S USES A HIERARCHICAL MANAGEMENT
STRUCTURE, CLEAR UNIFORM PROTOCOLS, AND STRONG
MANAGERIAL CONTROL TO MAINTAIN EFFICIENCY.

« RAJEEV RANJAN - MANAGING DIRECTOR OF MCDONALD'S
INDIA

IN HIGH POWER-DISTANCE
CULTURES (E.G., MALAYSIA,
MEXICO), EMPLOYEES EXPECT A
CLEAR HIERARCHY AND
ENTRALIZED DECISION-MAKING.

A MULTINATIONAL ENTERING
SUCH MARKETS MUST ADOPT A BER’AASEIIed B VY QL [cRNe S LV RYAD RS R ea ], i)l dNe)d:

MORE DIRECTIVE LEADERSHIP EXPECTATIONS FOR AUTHORITY AND CLEAR GUIDANCE

STYLE AND FORMAL REPORTING
STRUCTURES TO MAINTAIN
EMPLOYEE TRUST AND
PRODUCTIVITY.

(Hotfstede, 1980)



APPLICATIONS IN INDULGENCE VS. RESTRAINT -
GV AL RS ERCONSUMER BEHAVIOUR AND PRODUCT
INDUSTRY DESIGN

e INDULGENCE VS. RESTRAINT - IKEA (SWEDEN)

l}gz”k,\iﬁ(’:{:g)”g‘g‘vf’s”(lgﬁérR « SWEDEN IS AN INDULGENT SOCIETY EMPHASISING
D EMAND FOR LEISURE WORK-LIFE BALANCE AND PERSONAL FREEDOM

PRODUCTS, CONVENIENCE (JESPER BRODIN - CEO)
GOODS, AND EXPERIENCE-
BASED SERVICES.

COMPANIES CAN SUCCEED

BY PROMOTING HEDONIC e IKEA REFLECTS THIS THROUGH HOME PRODUCTS

CONSUMPTION AND
LIEESTYLE BRANDING. THAT PROMOTE COMFORT, LEISURE, AND FAMILY

RESTRAINED CULTURES (E.G., SPACE, AS WELL AS A RELAXED IN-STORE

RUSSIA, PAKISTAN) FAVOR EXPERIENCE CATERING TO LIFESTYLE ENJOYMENT.

FUNCTIONALITY, DURABILITY,
AND MODEST CONSUMPTION

(Minkov, 2007)



APPLICATIONS IN LONG-TERM VS. SHORT-TERM
THE BUSINESS ORIENTATION - SUPPLY CHAIN AND
INDUSTRY INVESTMENT

LONG-TERM-ORIENTED « LONG-TERM VS. SHORT-TERM ORIENTATION - HUAWEI

CULTURES (E.G., SOUTH (CHINA)
KOREA, CHINA) PRIORITIZE « MENG WANZHOU (CFO)- EMPHASISED UNDERSTANDING
LONG-TERM SUPPLIER LOCAL BUSINESS ENVIRONMENTS, BUILDING TRUST WITH
RELATIONSHIPS, PATIENT INTERNATIONAL PARTNERS, AND PROMOTING
CAPITAL, AND FUTURE INTERCULTURAL COMMUNICATION

GROWTH. . CHINA’S STRONG LONG-TERM ORIENTATION IS VISIBLE
BUSINESSES ENTERING SUCH IN HUAWEI’S LONG-HORIZON INVESTMENT STRATEGY,
MARKETS SHOULD EMPHASISE IETNRIDY [T YT VXM Ko IR T RAN N DI N M TN 1305
FUTURE STABILITY AND CAPITAL, AND SUSTAINED SUPPLIER RELATIONSHIPS.
RELATIONSHIP-BUILDING, NOT IR {TIRR 11Nt kB T [ XAV R {1 TNR 7N A W Xel I Xo )Y
IMMEDIATE RESULTS. PERSEVERANCE AND FUTURE-FOCUSED PLANNING.

(Hofstede and Minkov, 2010)



AND RECOMENDATION

LEADERS SHOULD ENGAGE IN SELF-
REFLECTION, MINDFULNESS, AND
EMOTIONAL AND CULTURAL FEEDBACK

INTELLIGENCE ARE ESSENTIAL

LEADERSHIP COMPETENCIES CREATING SAFE SPACES FOR
DIALOGUE AND TO ENHANCES
Al s COLLABORATION AND INNOVATION

COLLABORATION RELIES ON

D e e oo AND PROVIDE CROSS-CULTURAL TRAINING
AND ENCOURAGE GLOBAL EXPOSURE




FOOD FOR
THOUGHT
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