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 Th e idea for this book came to me in the summer of 2014. After hav-
ing completed my fi rst book,  Global Mindset and Leadership Eff ectiveness  
(also published by Palgrave, in 2013), I realized that the cultural dimen-
sion of global mindset could be further examined. Culture is a dimension 
of globalization, and a consequence of increasingly globalized business 
is a growing multicultural workforce and higher levels of intercultural 
contact. Leading people with diff erent cultural backgrounds who are also 
geographically dispersed, organizing the company’s structure and pro-
cesses from a perspective that integrates both global and local concerns, 
and formulating and communicating a shared vision on business and the 
company’s global and local resources are still important topics. According 
to my experience there are still managers with global responsibilities who 
have gaps in cultural knowledge and lack cross-cultural competence. 
Th ey structure their business units or departments from an ethnocentric 
perspective in which passports seem to matter when appointing manag-
ers for senior positions. In cross-cultural contact and when building rela-
tionships, they put their national cultural values and norms central. Th at 
is, they expect others (especially subordinates) to adjust their behaviors 
to their managers. On the other hand, there are also managers who are 
able to inspire and motivate a multicultural workforce with a compre-
hensive vision of business, organization, and the role of their followers. 
Th ey move away from stereotyping, are keen to understand the situation 
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before taking actions, are able to draw on richer perspectives when mak-
ing decisions, and adapt their leadership style to people with diff erent 
cultural backgrounds. 

 When working in a global business environment, I noticed that man-
agers’ cross-cultural leadership behavior can be predicted from their 
mindsets. Managers diff er in their mindsets and consequently, their cross- 
cultural behavior diff ers. Managers with local mindsets perceive events in 
business, organization, and intercultural relationships through the prism 
of beliefs formed by their national cultural values and norms. Th eir eth-
nocentric perspectives infl uence their intentions to display particular 
cross-cultural leadership behavior. Th ese managers could be very eff ective 
in domestic parts of their company. Th e extent to which these managers 
are also eff ective abroad depends on the prevailing corporate mindset 
(mentality) of their company. Managers with local mindsets could also be 
eff ective globally when they work in companies that support ethnocen-
tric attitudes and behaviors. In this book, this ‘match’ between managers’ 
individual mindsets and their companies’ corporate mentality is called 
a ‘mindset–organization fi t’. Similarly, managers with universal mind-
sets will have a mindset–organization fi t when they work in companies 
that are global with no real connection with the local, and with a strong 
organizational culture that transcends the diff erent national cultures of 
organization members. Managers with global mindsets have positive atti-
tudes toward the integration of global and local business, and global and 
local entities in their organizations, and are able to integrate into their 
perspectives more than one culturally diff erent worldview. Th ese man-
agers are eff ective in transnational companies as described by Bartlett 
and Ghoshal. When managers diff er in mindset from the companies they 
work for, there is a ‘mindset–organization misfi t’. Th is means managers 
may have global mindsets, but when they work for companies with other 
corporate mentalities, these managers will not be perceived as eff ective by 
their superiors, followers, peers, and other stakeholders. Hence, manag-
ers with global mindsets and excellent cross-cultural behaviors are only 
eff ective as a leader when a mindset–organization fi t exists. I use an attitude–
behavior model to explain this relationship. 

 In addition to exploring theoretical explanations, I interviewed a 
number of HR directors working in the global business environment 
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to examine empirically the relationship between intercultural mindsets 
and cross-cultural behavior. I also asked them about the role of HR in 
developing leaders with global mindsets. Th ese interviews not only pro-
vided me with perspectives of highly respected HR executives, but also 
an opportunity to compare their initiatives with my own actions. I was 
pleased to learn that they encounter the same challenges and are also 
looking for best practices to develop leadership in their organizations. 
Based on the interviews, my conclusion is that there will always be ten-
sions between executives at global headquarters and managers leading 
subsidiaries in host countries. Eff ective HR directors align global and 
local parts of the organization and manage the relationship between cor-
porate headquarters and overseas operations. Of course, HR directors 
also need to fi nd themselves in a situation of mindset–—organization fi t 
to be perceived as eff ective. 

 I would like to thank them for the time and eff ort they invested in 
the interviews. For me, it was a great experience to listen to them and to 
share our experiences. As promised, in this book, I did not mention their 
names or the companies for which they working. However, I did tap into 
their wisdom and experience when I developed the three mini-cases in 
Chapter 6. 

 I would also like to thank my colleagues in the Rotterdam offi  ce. Often 
they are the ‘victims’ of my enthusiasm in my daily work and my research 
for this book. Sometimes they were also objects of theories being testing, 
especially when I tried to understand how attitudes infl uence behavior. 
In return, their energy, professionalism, and optimism provided me with 
the necessary ‘fuel’ to carry on. 

 Last but absolutely not least, I am grateful to my wife Rianne and my 
daughters Rosanne and Anne-Fleur. Th ey allowed me to invest time and 
eff ort in this project. For me, their love and patience motivates me to 
continue my work. After another day in global business, I feel privileged 
to return to a local environment that I can really call my home. 

 May 2016 Wim den Dekker  
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