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[bookmark: _Toc71646849]Abstract 
The fierce market competition due to increasingly global economic integration in the international marketplace makes it more difficult for multinationals to make wise decisions and formulate optimal strategies and sustain their competitive advantage in their international operation. As an essential perspective of decision-making, the global mindset has significant impacts on the operation effectiveness of multinationals in the international operations. However, there are relatively limited studies shed light on the concept, not mention to investigate under an specific organizational context.
This present dissertation tries to start from micro individuals such as the executive team, based on the managerial global mindsets model, and uses Huawei as a case study to analyse and summarize the factors influencing the global mindsets of Huawei's company executives, the characteristics of their performance, and discusses the impact of executive team interaction on global mindsets. The conclusions of the article show that: the choice of corporate strategy by the top management team is an important influencing element in organizational change; the development of global mindsets of Huawei's founders has the greatest impact on Huawei's corporate organizational change and is the most important factor in the impact of executive global mindsets on international operation; and there is a large divergence in global mindsets among leaders of different ages in Huawei. The cognition among executive team members and their sharing will have an important impact on the decision-making process. When members share their mindsets =with each other, the team will achieve a positive interaction in decision-making, so the efficiency of the executive team in sharing mindsets models becomes a key element of influence on decision-making at the executive organization level. 
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[bookmark: _Toc71646850]Chapter 1. Introduction 
1.1 [bookmark: _Toc71646851]Chapter introduction
The chapter set the basic tones for the whole dissertation research by elaborating on the research background. Also, by discussing the rationale for the study, the research question, aim and objectives are correspondingly developed. The structure of the whole dissertation is presented in the end.  
1.2 [bookmark: _Toc71646852]Research background 
The rapid economic integration due to globalization challenges the existing management and leadership theories in their effectiveness in facilitating multinational to realize success in the international marketplace. Increasing studies indicate the fact that the priority of the corporate competition has shifted from the traditional approaches such as economies of scales into the strategic development directed by the managerial global mindsets (Mendenhall et al., 2012). The global mindset can be briefly denoted as a new mindset used by global managers to deal with the increasing complexity and uncertainty of the marketplace in the global competition, which includes the ability to sense the opportunity in the global market and make full use of information presented in the global market to make optimal decisions in the international operation, the ability to integrate different cultures into one specific organization, etc. (Kedia and Mukherji, 1999; Caligiuri and Tarique, 2009; Story and Barbuto Jr, 2011) Beechler and Javidan (2007) believe that the global mindset in the concept of management can be perceived as a multi-dimensional and highly complex cognitive and non-cognitive system of leaders, and highlights the global mindset as the ability to influence and empower employees from different social and cultural systems. He also believes that the global mindset of managers is composed of intellectual capital, mental capital, and social capital.
As the support and guarantee for the globalization of enterprises, the cultivation of the next generation of global leadership has become one of the most essential sources of competitive advantage for businesses competing in the international market. However, the globalization of Chinese companies has not been smooth effective according to the empirical studies (Guthrie, 2012). The constant changes in the external environment and the increasing complexity of the cross-cultural environment within companies have challenged the cross-cultural capabilities of companies and their managers. At the same time, the dramatic changes in globalization have led to intensified conflicts between multinational companies’ global integration and local responses. People are paying more and more attention to the impact of cross-cultural cognition on multinational companies, and one of our biggest obstacles is the lack of comprehensive talents who understand multiculturalism and have leadership skills (Marquis, Yin and Yang, 2017). A survey by McKinsey & Company (2019) showed that the executives of Chinese multinational companies in the survey said that due to the lack of talents with real cross-cultural awareness or cross-border management experience, the implementation of their globalization strategy has been hindered by the interviewed executives who believe that China if companies are not more active in cultivating suitable global managers, they will not be able to achieve their goals of globalization. 
On the other hand, previous studies have shown that the complexity of the international environment, the company’s management system, personal international experience, and the company’s international training activities have played a stimulating role in the process of cultivating expatriate managers (Perez, 2017). Although the above viewpoint is logically reasonable, its effect, in reality, is not very satisfactory in practices. First of all, when the above-mentioned methods are used to develop global talents, the failure rate is very high, require a long period of time and high expenditure (Lewis, Boston and Peterson, 2017). On the other hand, Salih (2020) pointed out that among the many factors that affect the success of multinational managers, such as individuals, organizations, and families, the global mindset is the essential one, and emphasized that the success of global leadership stems from the global mindset. The direction of the training of multinational managers is the same in theoretical circles, but this topic is often overlooked in empirical research.
In the last aspect, the cultivation of global talents by enterprises includes various training courses and high-intensity cultural experiences. 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 (Watkins et al., 2017). However, through a large number of literature reviews and meta-analysis, Shafique and Beh (2017) pointed out that most of the current research on expatriation is aimed at the work performance and adjustment of multinational managers, and rarely involves personal development through transnational experience. Research from the work performance perspective can 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 that can accelerate this process (Iordanoglou, 2018). 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 mindset.
In summary, this study believes that the research should focus on global mindsets development from the individual level, not just on its work performance. Only by analysing the development process of the global mindset and finding the factors and mechanisms to accelerate its development can a group of truly global leaders grow up and help Chinese multinational companies to implement their internationalization strategies more efficiently.
1.3 [bookmark: _Toc71646853]Research question, aim and objectives
Based on the above rationale, the overarching aim of the present study is to investigate what is the current status of global mindsets of Huawei’s leadership team and make actionable recommendations for them to improve. Therefore, the research question is set as: To what extent has the leadership in Huawei established a global mindset and how can it be further improved?
The overarching aim above can be broken down into the following objectives:
· To conceptualize the relevant theories regarding global mindset 
· To investigate the status of the Huawei leadership team’s global mindset
· To promote practical recommendations for Huawei and other Chinese multinational firms alike to develop their global mindsets
1.4 [bookmark: _Toc71646854]Dissertation structure
The whole dissertation is composed of in total five chapters. It starts by giving a detailed explanation of the research background and aim in chapter 1. In chapter 2, existing research related to the research topic is reviewed to identify the research gap that can be narrowed with the present dissertation. Chapter 3 elaborates on the methodological choices involved in the present research. Chapter 4 presents results analyzed from the data collected. The final chapter delivers a concluding remark, as well as practical recommendations. To serve as a foundation for the following research in the global mindset areas, the final chapter also considers the limitations and future research directions. 


[bookmark: _Toc71646855]Chapter 2. Literature Review 
[bookmark: _Toc71646856]2.1 Chapter introduction 
The following chapter has the purpose of conceptualizing the basic concepts involved in the present research, such as the global mindset, its relationship to leadership. Besides the fundamental concepts, the present chapter also reviews the existing chapter performed by other researchers, so that the present study does not overlap with the existing ones. The review of the literature also helps the author to identify the research gap and point the appropriate direction for the present research. 
[bookmark: _Toc71646857]2.2 Conceptualizing global mindset 
[bookmark: _Toc71646858]2.1.1 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 has 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 competencies 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 predicting the future system (Osland et al., 2006). Later, the concept enters 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 mindset proposal is the source of the manager's global mindsets 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.
[bookmark: _Toc71646859]2.1.2 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 the global mindset concept, geocentrism 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 believe that cultural awareness and competencies 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 the lack of strategic challenges brought by globalization (Andresen and Bergdolt, 2017). 
Compared to the cultural school, the strategic school of global mindsets hold a different view that the strategic capabilities and competitive advantage of multinational firms can only be improved by developing 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 increasingly globalized marketplace and increasingly complicated environments, which indicates the structural management practices were far from sufficient to accommodate the dynamic environment (Lane et al., 2009). The theoretical foundation beneath the strategic school is the social cognitive theory, with is featured by cognitive complexity that focuses 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 in 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 are essentially a process of knowledge transfer of individuals facing a complex, ambiguous, and dynamic multi-cultural environment(Levy, Taylor, et al., 2007). Emphasized by the school of strategic management, cognitive complexity can be perceived as the internal structure of a leader’s global mindsets, and cultural awareness and competencies facilitate the development of cognition in this regard (Yeung et al., 2011). At present, the orientation of the multidimensional 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 analyze business information at the global level, the ability to connect with stakeholders at the global level, and the ability to make optimal decisions in its international operation. 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 2-1. On the other hand, Beechler and Javidan (2007) believes that the global mindsets 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.)
[image: ]
Figure 2-1. Two-dimensional global mindset models (Bouquet, 2004)
[image: ][image: Components of Global Mindset]
Figure 2-2. Three-dimensional global mindset model (Beechler and Javidan, 2007)
[bookmark: _Toc71646860]2.1.3 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) investigate the global leadership of managers using a combination of self-perception and the perception of others. Lane et al., (2009) use perception and organizational data quantitative methods to analyze managers’ global mindsets from three dimensions: organizational strategy, management talent pool, and organizational structure.  
Provided that the present paper sheds light on Huawei as a specific research object, the three-dimensional global mindset model and measurement promoted by Beechler and Javidan, (2007)  will be adopted. 
2.3 [bookmark: _Toc71646861]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 the 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 mindsets (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 mindsets, not just on its work performance. Only by analyzing the development process of the global mindsets and finding the factors and mechanisms to accelerate its development can a group of truly global leaders grow up.
2.4 [bookmark: _Toc71646862]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 the core attributes of the leaders’ global mindsets. There is an evident research gap regarding how the current practices employed by organizations contribute to the cultivation and development of the global mindsets of leaders. The existing research gap can, to some extent be solved by the existing research that sheds light on the global mindsets of Huawei’s leaders. The implications drawn from Huawei will help other Chinese organizations to be more ready on the management level for globalization. 


[bookmark: _Toc71646863]Chapter 3. Methodology 
[bookmark: _Toc71646864]3.1 Chapter introduction 
The chapter describes the methodological choices that have been made by the author in order to answer the above research question. If follows the logic of research onion promoted by Saunders, Lewis and Thornhill, (2009) from the first layer to the innermost, including research philosophy, research approach, research strategy and design, data collection, data analysis, the consideration on the research quality, as well as the consideration on research ethic. 
[bookmark: _Toc71646865]3.2 Research philosophy 
The philosophical stance refers to how a specific researcher perceive reality, which in turn affects how the researcher constructs the knowledge (Walliman, 2017). Therefore, the choices of philosophical stance will affect the way in which the research is performed. As the overarching aim of the present research is to investigate the global mindset of leadership in Huawei in the specific context of globalization, the research question can be appropriately answered by means of critical realism. 
The stance of critical realism indicates the research is not  privileged access to the exact truth, but rather perceive the whole research as a genuine attempt to obtain a better means of understanding (Lune and Berg, 2017). Specifically, the specific stances perceive the actual reality as socially constructed by human agents. This has highlighted the applicability of critical realism for the present research, as the concepts including global mindset and leadership are both socially constructed. At the same time, critical realists hold the idea that the existing human knowledge captures only a relatively small portion of the vaster and richer reality, and there are many unknowns that can be discovered. In other words, critical realists think the whole reality is theory-laden, rather than theory-determined, hence, some knowledge can be better in depicting the reality than some other knowledge (Danermark, Ekstr m and Karlsson, 2019). Theoretical framework, therefore, can help the social science researchers to get closer to reality by identifying the casual patterns driving from social phenomena (Easton, 2010). In this regard, the capability of critical realism can be highly useful and applicable in the explanation and causal analysis of social problems and proposing solutions for social changes (Gorski, 2013). Despite the concept of global mindset and leadership under globalization has been discovered by previous researchers a lot, holding the critical realism as the specific stance of the present research indicate there is new knowledge can be discovered. 
[bookmark: _Toc71646866]3.3 Research approach 
Generally, there are two categories of research approach, respective inductive reasoning and deductive reasoning.  Inductive reasoning indicates the researcher proposes an investigation from which generalizable theories will emerge (Walliman, 2017). Therefore, it starts with specific observations with the aim to detect regularities and patterns and ends up with constructing theories with broader generalizations. It is also known as the bottom-up approach. On the opposite, deductive reasoning starts with a general hypothesis backed by specific theories, and the truth of the conclusion is guaranteed provided the true hypothesis was provided (Walliman, 2017).
Since the author of the present research does not believe that the only truth of the premises establishes the truth of the conclusion, which is there is no established truth about the global mindset of leadership in Huawei, the inductive reasoning seems more proper than the deductive one. The adoption of critical realism stance also indicates the inductive reasoning affords more possibility to get a closer understanding of the concepts involved in the specific social phenomenon the paper intends to investigate. Furthermore, the flexibility of inductive reasoning allows the changes of emphases along with the research, depending on what is being discovered. 
[bookmark: _Toc71646867]3.4 Research strategy and design
In terms of research design, there is distinct classification between quantitative research and qualitative research.  Quantitative research places more emphasis on the leverage of numerical evidence and formalized standard questions (Beins, 2017). Quantitative design is generally based on the test of a specific theory, and it is used to determines whether the predictive generalizations into a specific phenomenon of a specific theory holds. On the contrary, qualitative design upholds a global of understanding a social problem through observation. Generally, the investigation followed the qualitative logic is performed in a natural setting and concerns the construction and interpretation of a holistic and comprehensive picture presented by the social phenomenon (Gagnon, 2010). 
The choices of research design should be based upon the research problem of interest, the available resources, etc. (Walliman, 2017) Given the fact that the primary interest of the present research is to investigate the global mindset of Huawei’s leadership in the context of globalization, and the aim is to induce a generalizable theory for other international Chinese-based companies, the qualitative design is more proper. The adoption of critical realism stance and inductive reasoning approach also indicates the qualitative design that involves closer observation is more practically appropriate. 
The present dissertation will be explorative in nature, as the aim of it is to gain some practical insights into the global mindsight of leadership with the specific context of Huawei in the global marketplace. The strategy is appropriate as the research is not oriented by the established theories, and completed to test the theories. Huawei is chosen as the specific case study we want to focus on, the choice cases are justified by Huawei’s ambition in internalization, and the attention it has acquired in the international marketplace due to its aggressive expansion in recent years. Huawei, nowadays, has been widely perceived as the most representative Chinese firms competing in the international market. The lights shedding on Huawei is likely to afford some practical implications for other Chinese firms competing in the international business place.  Yin (2011) indicates that the case study can be of great meanings when the research question intends to focus on the real-life phenomenon in an in-depth manner, such as Huawei in the context of globalization in the present dissertation. 
[bookmark: _Toc71646868]3.5 Data collection and analysis 
Follow the methodological logic indicated above, the present research uses secondary data to answer the research question. According to Gubrium & Holstein (2001), secondary data triangulated from different resources can be particularly useful if the researcher wants to get insights into a specific theme behind a participant’s experiences, as the researcher can pursue in-depth information around the topic. 
On the one hand, the secondary data is collected to formulate the research question and gain insights from the existing literature. Secondary data basically refers to any kinds of information made available by the academic communities, governments, businesses, media coverages, etc. In the present study, the secondary data are collected from academic articles and books that shed light on Huawei’s global mindset. All academic articles and books were accessed through the University library and Google scholar with keywords such as ‘global mindset’, ‘Huawei’, ‘human resource management in Huawei’, ‘internationalization of Huawei’, ‘leadership in Huawei’, etc. Triangulation refers to the adoption of multiple types of data from multiple sources in the study of the same phenomenon, and it allows the research to eliminate personal biases that can emerge from the reliance on the single type or source of data (Saunders, Lewis and Thornhill, 2009). The present study also makes use of especially data triangulation by using a wide range of different data sources, which allows for analyzing data from different perspectives to uncover the commonalities regard the research question among the data and allows for the increase of the validity.  Therefore, Besides the academic resources, the present research also relies on the annual report realized by Huawei itself, as well as other industrial reports. Wen pages, news stories and media coverages from trustworthy sources. 
On the other hand, the data analysis was based on the logic of content analysis, which can be perceived as the systematic technique for compressing qualitative contents into fewer content categories. The analysis technique allows a large volume of data collected from secondary resources to be analysed in an organized, rational and relevant way that not only increases the understanding of the research phenomenon but also provides new insights on the global mindset of leadership. Highlighted by Beins (2017), the content analysis places greater emphasis on the data within the specific content (such as leadership in Huawei), which means analysing various sources of collected data with the aim of understanding, reflecting on, as well as delivering contextualized interpretations. Follow the idea of content analysis, the collected data was interpreted under different categories that are closely related to the research question in the following chapter. 
[bookmark: _Toc71646869]3.6 Reliability and validity 
The reflection on the research quality is highly necessary in order to deliver an integrated research. Reliability and validity are two important dimensions measuring the credibility of a research. Reliability can be described as the extent to which the data collection method used in the present research yields consistent findings (Walliman, 2017). The present dissertation uses secondary data to collect primary data collected from multiple trustworthy sources that are highly related to the research topic. The triangulation of data ensures the consistency of the results.  Additionally, the validity of the research refers to if the research is actually examining what it was supposed to examine, that is whether the design of the research answer the question of interest (Walliman, 2017). Since the present study aims to deduce new knowledge from the case of Huawei. Hence, the author attempted to include more data from reliable sources to dilute personal biases. Also, the author performed a preliminary examination of the collected data to make sure that only the relevant data was gathered, clustered into categories, and interpreted. 
[bookmark: _Toc71646870]3.7 Summary
The chapter affords a reflective and detailed evaluation of the methodological choices, based on critical realism philosophical stance, the present research used an inductive approach and qualitative strategy through a single case study. Secondary data was collected and triangulated to answer the research question, and the data analysis part followed the logic of the content analysis. The chapter also reflects upon the research quality issues by discussing the reliability and validity issues involved. 


[bookmark: _Toc71646871]Chapter 4. Results
[bookmark: _Toc71646872]4.1 Chapter introduction  
Content analysis is the process of analyzing qualitative data through an orderly and systematic portrayal of textual records. This method can be used to analyze data through an inductive approach, which allows the data to be presented and applied in a rigorous and efficient manner. The goal of content analysis is to reveal, through the analysis of a large collection of texts, certain characteristics of the text's author, its content, and the external world. The goal of content analysis is to reveal certain characteristics of text authors, text content, and the external world by analyzing individual texts or large collections of texts. The key to text analysis is coding, which compresses a large amount of textual information into concepts and categories and lays the foundation for analysis. The following analysis is based on the content analysis based on the secondary data triangulated from a wide range of sources. basically, all materials are grouped and analysed under two categories, including the development of global mindset in Huawei, as well as the current limitations of Huawei’s leaderships’ global mindsets. 
[bookmark: _Toc71646873]4.2 About Huawei 
Established in 1987 in Shenzhen China with initial business as subscriber switches, it started from expansion in the rural areas of China with weak infrastructure to develop telecommunication devices (Huawei, no date). The same idea was adopted in Huawei’s internationalization, it started from Russia, India and other developing countries around 1996. In 2003, Huawei was charged by Cisco for infringement of intellectual property rights of Cisco, and the case ended with a handshake, which made Huawei’s international reputation soar (Reuters, 2012). Coupled with the establishment and operation of Huawei 3Com, the process of Huawei's internationalization was accelerated. In 2012, Huawei outperformed Eriksson in telecommunication equipment with sale revenue reaching 35.35 billion U.S. dollars (Statista, 2020). With years of business expansion and internationalization, Huawei has a diversified portfolio includes cover mobile phones, mobile broadband, home terminals, telecommunication solutions, etc., and its solutions are utilized in more than 200 countries and serve 1/3 of the world's population. The organizational structure of Huawei is shown as below. 
[image: The Executive Management Team and Organizational Change (Chapter 2) - The  Management Transformation of Huawei]
Figure 4-1. The organizational structure of Huawei (Wu, Murmann, Huang, Guo, et al., 2020)
[bookmark: _Toc71646874]4.2 The development of global mindset of leadership in Huawei 
According to the analysis level of the factors affecting the global mindsets of executives, the current intervention strategies for the global mindsets of executives are mainly embodied in two aspects: interventions at the personal level of managers and at the corporate organization level.
[bookmark: _Toc71646875]4.2.1 Individual level 
There are three main ways to intervene in the global mindsets of managers from the individual level: First, This includes adoption of experience learning (Story and Barbuto Jr, 2011). Second, remain sensitive to global information and continue lifelong learning. Realize the awakening of self-awareness through learning, challenge values ​​and beliefs, and deal with differentiation issues well. This can be done by reading foreign newspapers every day, keeping abreast of the latest developments in global information, and forming a habit of thinking about issues from a global perspective with a broad mindset (Gaffney et al., 2014). Third, participate in management practices that include diverse teams. Maintain an open and flexible attitude towards heterogeneous cultures, cultivate the ability to handle diversified team conflicts, and use the diversified advantages of teams to improve their own and organizational global thinking capabilities (Levy, Beechler, et al., 2007). Huawei's global corporate strategy provides ample opportunities for managers to learn from personal experience, obtain global information, and participate in diverse teams. International dispatch can use the above methods in a comprehensive manner, resulting in the most important intervention method for global mindset researchers (Wu and Zhao, 2007). The requirement for sending foreign personnel from a corporate country is usually to stay in a working and living environment abroad for at least one year in order to be fully exposed to different languages, working environments and social value systems from the home country. This difference will gradually make the expatriates stay in the original Based on the formation of new learning and response methods, understanding of heterogeneous cultures and the ability to handle things in a diverse environment will be significantly improved (Hawes and Chew, 2011). This kind of international dispatch is very common in Huawei. The main targets are market and customer service personnel. The dispatch time is usually 3 years, and the dispatch compensation is related to the hardship of the dispatched country (Zhu et al., 2013). In addition, Huawei also intervenes in the global mind through short-term training, often sending employees to India with the world’s most advanced software development technology for training in this way (Liang, Marler and Cui, 2012). In addition, Chinese employees are already good at system design and architecture. This form can achieve the purpose of quickly training technical developers. From the perspective of the global mindset development of the senior management team, for the senior management team, their early career development usually has experienced international dispatch, and has more participation in international conferences, management of multicultural teams, and experience in the company’s internationalization process. Opportunities such as transnational culture, managers themselves can be fully stimulated and refined in a globalized environment. According to reports from managers who completed the assignments, the experience of international assignment can improve the ability of expatriates to examine the world and organize enterprises for global development (Kedia and Mukherji, 1999; Javidan and Bowen, 2013). This kind of dispatch can also benefit the enterprise organization: reduce the uncertainty faced by the organization in the globalization change, gain more accumulation of cross-cultural knowledge in the organization, and strengthen the organization's determination to participate in the global market and economic system. This also makes international dispatch have advantages that other intervention methods do not have in terms of mitigating the ambiguity of globalization and accumulating cross-cultural knowledge.
[bookmark: _Toc71646876]4.2.2 Organizational level 
Managers and organizations, as two complementary parts, mean that managers can acquire global mindsets through their practice in the organization. This enables the intervention of the organization to also affect managers and affect their global mind development. At the organizational level, there are five main ways to intervene in the global mind: First, take globalization as the strategic goal of the organization and set up a suitable organizational structure, communicate fully with employees, and enable them to understand the strategic goals and organizational structure of globalization (Levy, Beechler, et al., 2007). The second is to examine the global mindset that employees already possess, so that their interest in foreign cultures and markets has increased, their knowledge of globalization has become more abundant, and their ability to use resources has been further cultivated (Gupta and Govindarajan, 2002). The third is to further expand the scope of employment, break the scope of employment, hire employees and managers from different countries, broaden employees’ international vision (Lovvorn and Chen, 2011), and cultivate cross-cultural social networks (Gupta and Govindarajan, 2002). The fourth is to hire a new generation of young employees who have a strong curiosity and can accept differences and multiculturalism more tolerantly. Fifth, the company provides cross-cultural information to employees, provides coaches, consultants, and role models with international experience to improve employees’ acceptance of heterogeneous cultures, actively organizes and supports cross-cultural activities, and trains employees in a targeted manner. The open mind of qualitative culture (Aggarwal, 2011). From the perspective of Huawei's corporate organization, Huawei's globalization concept is deeply rooted in the company. Since Huawei began internationalization in 1996, the commonly used method of internationalization is through the establishment of joint ventures with foreign companies (Low, 2007). With the continuous advancement of the internationalization process, the internationalization strategy has been transformed from 2005 to the direction of independent holding of foreign companies. Huawei attaches great importance to the localization strategy in the international market and has a good tolerance for different cultures. The operation of overseas offices is completely in accordance with local cultural customs, including commuting, get off work and rest, birthday celebrations, etc., completely in accordance with local customs (Schaefer, 2020).
At the beginning of this century, in the context of the rapid expansion of overseas employees, i in order to reduce cross-cultural, language, and geographical barriers, internal sales and the service system acts on cultural integration under a variety of synergies (Wu, Murmann, Huang and Guo, 2020). Each overseas representative office selects outstanding local employees to go to China for a tailor-made training program, and assigns the lead to a designated Q&A. The survey of dispatched management after returning to China found that their business capabilities have improved, they are more aware of the company’s values, have a more harmonious and harmonious relationship with Chinese employees and supervisors, and can share with other employees at the same time, which has a positive spill over effect (Tao and Chunbo, 2014).
Overall, the continuous development of the global mindset of executives along with changes in the company's own characteristics and changes in the macro environment has brought about changes in the company's internationalization strategy, marketing methods, management models, and organizational structure.
[bookmark: _Toc71646877]4.3 The current limitations of Huawei’s global mindset of leadership 
Although the global mind of Huawei's senior management team is constantly developing, Ren Zhengfei's position within the company as the founder of the company remains unshakable. Ren Zhengfei's self-critical spirit can keep him awake in the decision-making process and minimize the risks that may be brought about by personal decision-making (Tao, De Cremer and Chunbo, 2016). With the growing growth of Huawei, Ren Zhengfei has always maintained a self-critical spirit and a sense of crisis, but this spirit and awareness has not yet become the consensus of all Huawei employees. In addition, with the "successor" issue that has continued to ferment in recent years, Ren Zhengfei's early corporate defamilyization issue has been questioned (Wu and Zhao, 2007). Throughout the Huawei organization, Ren Zhengfei's immediate family members occupy 3 seats on Huawei's board of directors, which directly affects the unity and efficiency of the company's senior management team. At the same time, the outside world raises some doubts about Ren Zhengfei.
In the past ten years, Huawei’s development is basically based on the entrepreneurial history of managers born in the 1960s and 1970s. They have experienced the baptism of the basic law and cultural concepts, and at the same time have experienced the "collective resignation of the marketing department" and "the bottom out elimination’ of the human resource mechanism (Wu and Zhao, 2007). At present, Huawei has a large team of talents, including a large number of foreign talents, and the "post-80s" have gradually become the main body of corporate employees. The values ​​and thinking styles of these employees are very different from those of the older generation of entrepreneurs. They have an open career, are willing to accept new ideas and new things, and have strong independence and self-awareness. They are also different from those of the "post 60s" and "post 70s", and have a completely different management model. The core assumptions of Huawei's original human resource system are the assumptions of human nature and the driving force of behaviour. The "post-80s" as a new feature of Huawei employees have challenged the global mindset of Huawei's management for a long time. Simply put, the new generation of managers are more radical and adventurous in Huawei's global management, and they pay more attention to the development of potential emerging markets and fields; the older generation of managers tends to be more conservative in management, and they pay more attention to the vertical depth of the existing market (Cooke et al., 2018).
The new generation of Huawei managers has higher psychological capital. Specifically, senior leaders with high psychological capital attach great importance to R&D, technological leadership, and innovation. The company where it works often develops new products or services ahead of its competitors, makes substantial changes to the current product or service portfolio, or frequently introduces new management techniques and production technologies in the industry (Guanjing, 2013). When faced with an uncertain environment, they are more inclined to take positive actions to seize opportunities rather than being conservative. Data analysis shows that senior corporate leaders who are confident, hopeful, optimistic and professionally resilient dare to take risks, but they will only take risk-oriented actions under predictable, necessary and learnable risks (Schaefer, 2020). In addition, social support inside and outside the company also helps senior leaders to grasp necessary and timely decision-making information, provides opportunities for the company to obtain external resources, and cushions the turbulence and deficiencies inside and outside the company.
In a drastically changing environment, senior corporate leaders often need to quickly make strategic choices under the condition of incomplete information, and the risks contained in the strategic plan may have an important impact on the long-term survival of the enterprise (Wu, Murmann, Huang, Guo, et al., 2020). In the process of formulating an action plan until the goal is reached, because of the large uncertainty in the external environment, some decision makers will choose to bear or not bear the risks associated with strategic actions (Wu, Murmann, Huang and Guo, 2020). Senior leaders who are unwilling to take risks make choices only when the environment is fully understood and often miss opportunities for business development. This kind of interaction between senior leaders and the decision-making environment can only be better understood and implemented strategies by exploring the risk-taking tendencies of senior leaders. The analysis of the global mindsets of Huawei executives also found that different executives have very different response mechanisms to the environment, which leads to frequent organizational conflicts. Some executives, especially those with higher social capital and psychological capital, are more willing to challenge risks when faced with an uncertain environment. And executives with less psychological capital and social capital are less willing to take risks.




[bookmark: _Toc71646878]Chapter 5. Conclusions and Recommendations 
5.1 [bookmark: _Toc71646879]Chapter introduction 
Recalling the primary objectives promoted at the initial stage of the research:
· To conceptualize the relevant theories regarding global mindset 
· To investigate the status of the Huawei leadership team’s global mindset
· To promote practical recommendations for Huawei and other Chinese multinational firms alike to develop their global mindsets of leaders 
The previous two has been completed through literature review in chapter 2 and investigation in chapter 4. The final objectives will be realized in the present chapter through promoting some corresponding recommendations for Huawei and other Chinese based multinational enterprises in terms of advancing the global mindsets of their leaders. 
The present research lays a foundation for the future relevant future. given this, the limitation and directions for the future research is pointed out as well. 
[bookmark: _Toc71646880]5.2 Concluding remark
The present study focuses on the global mindset studies on the leadership team in Huawei. After reviewing the literature involving in the research question, the present study argues that the continuous development of the global mindsets of executives along with changes in the company's own characteristics and changes in the macro environment has brought about changes in the company's internationalization strategy, marketing methods, management models, and organizational structure. However, the penetration of the authority from its founder and the founder’s family has limited the global mindset capabilities of Huawei’s leadership team. The problem also emergences between the leadership teams of different age groups. The different working experiences and backgrounds generally results in two distinct mindsets in the corporate strategic formulation in the internationalization process, reflecting in the older leadership team being conservation and the younger leadership team being more aggressive. In order words, the younger generation of leadership in Huawei has more psychological capital in terms of global mindsets.
[bookmark: _Toc71646881]5.3 Recommendations 
After years of development, China has made a considerable number of foreign companies making multinational investments, but there are many cases of failure among them. In summary, it is not the investment itself that caused the failure, but the derailment of the corporate governance mechanism and management method after the investment of the enterprise from the international environment, resulting in the inability of overseas enterprises to adapt to the foreign environment in the operation process. At the same time, as the scale of operations continues to increase, there are more coordination problems in corporate management. Without straightening out the management mechanism, companies are prone to inefficiencies and steep increases in costs, and corporate profit margins are significantly compressed. Therefore, from the perspective of the role of executives’ global mindsets on corporate organizational changes, the development of executives’ global mindsets can effectively improve corporate operational efficiency and enhance corporate performance. 
· If a company’s goal is to achieve and maintain its industry’s leading position in the global market, it must take global mental development as one of its goals, including the global mental development of every team and every employee. Therefore, it is essential that leaders in the multinational organizations such as Huawei has the sufficient ability to distinguish and respect the differences between different cultural systems and develop competences to accommodate to different cultural systems. In the workplace, it is recommended that leaders should establish effective communication and knowledge transfer with colleagues from different international branches. With insights and knowledge transferred from different international office, leaders can make more wise decision in the international operation. 
· Global mindsets reflect the business and management concepts in the changing market environment. By re-examining the original global mindsets, it can be institutionalized and systematized to meet the deep-level requirements of corporate reform and innovation. Huawei’s performance-oriented system makes its leaders more internally generated, indicating the similarities in the thinking and decision-making patterns, and also the trend of convergence in the global mindsets over the long term. This relatively closed corporate culture makes it difficult for "airborne" talents to survive in Huawei. Therefore, the introduction of professional managers from the outside or the introduction of senior management talents from other companies allows the emergence of "different voices" within the executives. From the perspective of sharing global mindsets, it is beneficial to the long-term development of Huawei in its internationalization.
[bookmark: _Toc71646882]5.4 Limitations and future research direction 
Due to the limitations of the research conditions, there are shortcomings in the theoretical analysis, case description and analysis of this paper, mainly in the dynamic development of the global mindsets of executives and the discussion of the influence mechanism on the organizational change of the company. 
· Although this paper provides a descriptive analysis of Huawei executives' global mindset profile and its development, the availability of information on Huawei executives and their teams limits the paper's understanding of the various types of influences on executives and the global mindset interventions they receive from the company, as well as the lack of understanding of the internal operating mechanisms and efficiency of the executive team. The description of global mindfulness in this paper may be too sketchy and the stage characteristics are not obvious. 
· The analysis of the influence mechanism and effect of executive global mindset on organizational change based on this study is based on personal understanding and macroscopic grasp, which may have a subjective component on the analysis of specific mechanisms.
In view of the limitations of this study and the deeper reflections in the study, the subsequent related research should be conducted mainly in the following aspects.
· Based on the existing research on Huawei, the follow-up study should collect and organize the data on executives' personal career experiences in a more detailed and in-depth manner, so that the data can reflect more completely the way executives are disturbed by the global mindsets and the dynamics of their global mindsets development and summarize the effective ways to influence managers' global mindsets. 
· In response to the existing qualitative research on global mindsets, a relatively comprehensive global mindsets measurement system for executives should be established to quantify global mindsets. The quantification of global mindsets can establish a longitudinal comparison mechanism of executives' global development and conduct a more in-depth study of global mindsets. 
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