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PREFACE & ACKNOWLEDGEMENTS  


”Global mindset is being comfortable with being uncomfortable in uncomfortable places.”  


Global mindset researcher, Professor Mansour Javidan citing anonymous practitioner.  


US Academy of Management 2010 Annual Meeting workshop. 


The academic concept of global mindset has been part and parcel of my professional life for the past three 
 years, and I am happy to have found that the academic interest has been equaled by an intense practitioner 
 curiosity. This allows me to be inspired by, and hopefully contribute to, the development of fruitful global 
 collaboration, both in my research project host organization, in other corporations and practitioner networks 
 such as the Global Leadership Academy, as well as in public debate during the project. The ability to handle 
 diversity and complexity beneficially has become a potential, competitive advantage for societies, 


corporations and neighborhoods – it is indeed reassuring and gives grounds for optimism that so many have 
 an interest in reflecting on and encountering this challenge head on! Being human, we are all prone to in-
 group favoritism and similarity bias - or as Scottish novelist Ian Rankin has one of the characters bitter-
 sweetly remark in his bestselling crime series on the life and work of Inspector Rebus: ‘Ultimately, we are 
 all racists – the interesting thing is how we go about this fact.’ I suspect and hope that the completion of this 
 dissertation only marks the beginning of further exploration of global mindset, cooperation across borders 
 and boundaries as well as walking the talk of ‘glocalization’ professionally, practically and personally. 


‘Stronger Together’


PhD dissertation prefaces are usually fraud with war stories from the academic trenches about seemingly 
 unsurmountable tasks which were overcome with hard work, creativity and ‘a little help from my friends’. 


The creation of this industrial PhD dissertation is no exception in that a number of dilemmas have been 
 encountered. It will be up to the reader and other stakeholders to decide if these challenges have been 
 adequately met and overcome, but I have to confess up-front that I enjoyed myself tremendously throughout 
 the entire process!  


This is not least a result of a very fruitful relationship with my industrial PhD host company, technical 
 wholesaler Solar A/S, object of envy among many of my academic colleagues for field members’ 


cooperative and trusting spirit. In particular, my host company advisors, Corporate HR Director Heidrun 
Marstein and Corporate Sales Development Manager (formerly Corporate Strategic HR Manager) Claus 
Sejr, merit special credit for facilitating a co-creational environment. Also, the support and never failing 
attention of outgoing Group Chief Executive Officer Flemming Tomdrup, who facilitated the industrial PhD 
initiative in the first place, has been central to the successful cooperation.  In line with Solar’s corporate 
value of ‘courage’, Solar is first-mover in its industry as the first (ever?) technical wholesaler to employ an 
(industrial) PhD. Indeed, as is remarked in the Solar 2012 Annual Report about the industrial PhD project, 
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“[f]or a technical wholesaler to employ a business PhD student to study the phenomenon ‘Group Mindset’ is 
 an untraditional and different move.” So, both the organization and the industrial PhD fellow have been 
 treading new ground with regards to the industrial PhD framework as well as handling research management 
 in practice. And so, when CEO Flemming Tomdrup remarked to the author at the outset of the project 
 (Brøndby, May 2011): “I think you are very brave to take on a project like this!” I found myself among like-
 minded people willing to aspire to being ‘stronger together’ as the corporate slogan expresses it. In all parts 
 of Solar, I have encountered curiosity, critical questions and at times even some suspicion, but I have never 
 been ignored. Field working with the Solarians has at all times been an invigorating, motivational experience 
 – thank you! I hope to be part of your global mindset efforts in the future, too. 


Constructive Controversy 


Kleinmann and Vallas (2001) remark that ”Academia and industry shows signs of convergence, because of 
 an ’industrialization’ of academy and a simultaneous ’collegialization’ of industry.” While that may well be 
 true in terms of directional convergence, we are still a long way from final convergence of practice and 
 academia as the following remarks made to the author in the research process may illustrate: "I take it you’ve 
 never had a real job, then?, one industrial PhD host company field member wondered about the PhD 


fellow’s competency profile over dinner (Solar Group Leadership Program, Holckenhavn, April 2011). 


Academic colleagues on the other hand also found it difficult to make sense of the practice-research hybrid 
 industrial PhD setup: “So, you are not a real Ph.D. student, then?” one remarked, while another wondered: 


“Industrial PhD, is that a sort of academic consultant?”(Questions directed at the author by researchers 
 participating in the Academy of Management Annual Meeting, San Antonio, Texas, 2011).  


Trying to facilitate an atmosphere of constructive controversy and bridging the notorious academia-practice 
 gap in the research project, has taken quite an effort on behalf of all stakeholders. My university advisor 
 Professor Flemming Poulfelt has been a strong role model and particularly helpful in terms of navigating the 
 Scylla and Charybdis of academia and practice, balancing distance and nearness and trying to perform 
 adequately in a field inhabited by a variety of stakeholders with, at times, opposing KPIs. Thank you, 
 Flemming, for inspiring cooperation, thank you for thinking of me when it was time to move on from a 
 decade of leadership blended learning consultancy and research communication entrepreneurship in 
 LeadingCapacity A/S  - and not least for ‘blind dating’ me with Solar in the autumn of 2010.  


On the Merits of good Company 


A host of other people must be credited for assisting me with the global mindset-project. Project co-advisor 
Professor (MSO) Dana Minbaeva, has been a most welcome fellow global Human Resource Management 
enthusiast and knowledge source, as has Professor Henrik Holt Larsen, whom I worked with for the past 
seven years teaching nearly any thinkable and unthinkable local or global HRM course Copenhagen 
Business School has to offer. Also, Global Leadership Academy coordinators and members, particularly 
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Andrea Straub-Bauer, Stinne Madsen and Claus Valentiner deserve special thanks as does the industrial PhD 
 community at The Department of Management, Politics & Philosophy at CBS, above all Sanne Kjærsgaard 
 Hjordrup and Christine Thalsgård Henriques. 


My deepest appreciation and thanks also include friends and family without whom the whole endeavor 
 would never have been possible, or at least a much less enjoyable experience. For instance, although much 
 water has passed under the bridge since we wrote high school assignments on medieval Moslem-Christian 
 cross-cultural encounters during the crusades together, Rikke Hostrup Haugbølle and I somehow still find 
 each other on the same page 20 years later in each our PhD project, although researching vastly different 
 topics. I have much appreciated our debates! Truly crossing the generation gap, I have also been fortunate to 
 discover an inspirational debate partner in my youngest brother, Jens Boye Nielsen, completing his master in 
 anthropology, as well as great cousin Mikkel Langer, a recently graduated M.Sc. in Political Communication 


& Management, who, among other things, has assisted with interview transcriptions. Finally, I have found 
 that I inscribe myself in what seems to be a proud tradition of female single-parent researchers at 


Copenhagen Business School. I would never have dared to aspire to this group and venture into a job 
 situation, where income and career prospects are at best diffuse and stability is to be found when pigs learn 
 to fly, if not for the unequivocal support for the project by the entire extended Nielsen family – particularly 
 in connection with the loving care for my miracle mangos to whom this dissertation is dedicated. It has truly 
 been a team effort and I consider myself very rich in social capital! 


‘Nobody expects the Spanish inquisition’, but it will find me in good company if and when it does arrive. 


Rikke Kristine Nielsen 
Copenhagen, May 2014.  
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SUMMARY 


This dissertation deals with global mindset leadership understood as border- and boundary-crossing 
 leadership within the multinational corporation by exploring the concept of global mindset as both an 
 individual managerial meta-competence, as well as a strategic organizational capability. The research 
 project presented explores the practical and theoretical avenues for working with global mindset as a 
 strategic lever and method of securing business strategy executional agility, which is explored in the 
 context of a single-case study organization, Solar - an internationalizing medium-sized MNC seeking to 
 work in practice with global mindset leadership development and enactment as a strategy execution 
 facilitator.  


Internationalizing corporations often experience the liability of foreignness when moving into new markets, 
 and in effect suffer a globalization penalty vis-à-vis local competition in different markets. At the same time, 
 they are pushed to consider the potential non-transferability of domestic competitive advantages and business 
 models, when moving into new territory and may have to make adjustments to cater to different customer 
 preferences and other local specificities in a variety of markets simultaneously. Further, international and 
 global collaboration is more complex than local collaboration and as a consequence, corporations need to be 
 better at collaborating in order to receive the same effect compared to domestic operations alone. This is due 
 to the fact that culturally and strategically employees and managers at all hierarchical levels understand each 
 other less, while language barriers may at the same time place a strain on communication and collaboration. 


Transaction costs rise as corporations move from high-context collaboration with low psychic distance in a 
 domestic setting or between relatively similar groupings, where many things are shared and taken for granted 
 and thus need not be explicated to a low-context communication setting where little or no common ground 
 can be taken for granted. This dissertation argues the case that leadership with a global mindset is relevant 
 for companies and organizations that make strategic use of global mindset as a driver for global business 
 strategy. As such global mindset is seen as strategic global mindset in that the rationale for developing global 
 mindset is as a facilitator of business strategy. The context of the individual company is an indicator for what 
 global mindset means in the particular company, and for who can benefit from it. Global mindset is not seen 
 as generic, but highly contextual when looking at the practical implementation of the concept empirically. 


The aim of working with global mindset, then, is the optimization of global mindset in relation to the 
 context, the managerial role and the business strategy, not an end in itself.


Based on a conceptual analysis of global mindset, this dissertation argues that the development of global 
mindset as a managerial meta-competence and organizational capability is an avenue for multinational 
corporations to improve their opportunities and performance internationally. At the organizational level, 
global mindset is a capability in that global mindset may facilitate execution of international business 
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strategy. At the individual level, global mindset is a meta-competence in a dual sense: First, it is a global 
 leadership meta-competence in that it encompasses other approaches to global leadership, such as 
 intercultural leadership, knowledge sharing, boundary brokerage and paradox management. Secondly, 
 global mindset is a meta-competence in the sense that it is competence facilitating the adequate use of 
 other managerial (functional and leadership) competences in global collaboration in the MNC. A central 
 argument in this respect is how global mindset entails a broader and more multi-faceted 


conceptualization of globality and global leadership than a traditional cross-cultural understanding. 


Global mindset leadership is boundary-crossing in a broader sense of the word going beyond 


geographical borders and national cultural group affiliation. This is in keeping with an interpretation of 
 the word ‘global’ as involving or relating to all the parts or aspects of a situation, transverse, all-
 embracing, inter-disciplinary and holistic. Individual and organizational global mindset is not only a 
 question of border-crossing and cosmopolitanism, but an ability to successfully handle the duality of 
 local and global, the need for simultaneous diversity and homogeneity. The outcome of the conceptual 
 analysis of global mindset is laid out in a theoretical framework, ‘the strategic global mindset capability 
 model’, presenting as a summation of the author’s pre-understanding of extant literature about global 
 mindset as both an individual, managerial meta-competence and organizational capability related to 
 business strategy and performance. ‘The strategic global mindset capability model’ links international 
 business strategy with business performance via both individual and organizational global mindset 
 management practice and behavior.  


An empirical analysis of strategic global mindset as a meta-competence and organizational capability 
 supplements the conceptual analysis of global mindset, as laid out in the ‘strategic global mindset 


capability model’, by adding empirically founded suggestions for organizational/structural and individual 
 enablers of strategic global mindset seen from a middle manager perspective in a single case study. The 
 managerial micro-foundations of strategic global mindset is empirically explored through a case study of 
 a medium-sized North European technical wholesaler, Solar A/S, host organization of the industrial PhD 
 program with which the present research project is affiliated. Solar A/S is an interesting case for 


exploring global mindset as this organization is in the process of deliberate competence and capability 
 development of strategic global mindset as a lever for the achievement of strategic objectives and 
 business performance in pursuit of expansion and acceleration of internationalization through both 
 organic and acquisitative growth. The empirical exploration takes its point of departure in the local Solar 
 operationalization of global mindset known as ‘group mindset’. The Solar case study empirically 


captures what global mindset is as an individual meta-competence and strategic organizational capability, 
as well as how global mindset capability development may be facilitated through managers’ management 
practice. A force field of ‘group mindset’ enablers and barriers is drawn which is operationalized into ten 
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organizational enablers and ten individual enablers, some of which mirror the conceptual analysis 
 organizational and individual enablers of global mindset, while others point in a different direction. The 
 analysis of individual and organizational enablers of the development and enactment of global mindset, 
 operationalized as Solar ‘group mindset’, stands out from the conceptual analysis of global mindset, 
 presented earlier in that the Solar case stresses a somewhat overlooked part of global mindset, namely 
 appreciation of the local. The Solar case emphasizes that global mindset is not only cosmopolitanism and 
 intercultural skill for handling international interaction; it is also an appreciation for the local as an end in 
 itself, not as a sign of international immaturity. A monopolization of global mindset by corporate 


functions, if not top management, as synonymous with (more) harmonization, synthesis and integration 
 is in as much danger of suboptimization as is a too narrow, local interpretation, and so this form of 


‘reverse suboptimization’ is seen by middle managers as an important detractor of ‘group mindset’ 


development and enactment.  


This study not only adds empirical flesh to the theoretical bones of global mindset, but also applies a middle 
 management perspective, absent in extant literature, adding a more pluralistic, albeit still managerial, 
 perspective. This has been done from an industrial PhD insider perspective conducting (mainly) qualitative 
 research from a field immersion position. This dissertation pictures the challenges of doing insider research 
 as the simultaneous handling of three different domains: Doing research in/with(in), for and in-between 
 organizations. It is suggested that optimization of research quality in this setting concerns deployment of 
 counterstrategies for researcher bias and ‘snow blindness’ from going native; how to secure field impact and 
 value through reflexive knowledge production, political entrepreneurship and engagement, as well as 
 through choosing transparent data collection techniques that easily lend themselves to outsider evaluation 
 and institutionalized involvement of different opinions to accommodate researcher bias. Also, tackling the 
 researcher’s dual allegiance position through boundary spanning, stakeholder management and boundary 
 brokerage is deemed necessary to realize the potential for innovation and value creation of the in-


between.These counterstrategies have first and foremost been implemented in the present study by a 
 continuous cycle of internal and external member checks throughout the study.  


In sum, this study adds to and expands the existing knowledge of global mindset by providing a concrete 
 case of global mindset leadership as opposed to the theoretical, generic and normative recommendations 
 typical of present global mindset literature. Also, the study focuses on the global mindset of middle and 
 lower level management, rather than only top management and so goes beyond the connection between 
 global mindset and global strategy formulation to strategy execution and leadership practice in 


multinational corporations. In addition, the study contributes by exploring ’strategic global mindset’; i.e. 


global mindset in alignment with business strategy, providing an inroad for uncovering the black box of 
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the microfoundations of the (global) mindset-performance causal chain reported in extant literature. 


Further, the study provides a basis from where it may be further explored how global mindset may 
 function as an organizational capability – an ability hinted at, but undiscovered in extant literature where 
 little is known about organizational level global mindset. This dissertation also represents a response to 
 the call for resource-based analyses to move from a macro, firm-focused view of ‘what firms are’, to a 
 micro-level process view of ‘what firms do’, doing research from a qualitative, more ethnographic-
 oriented approach in place of statistical analyses of quantitative survey data. This approach, in turn, also 
 addresses recent calls for further exploration of more pluralistic styles of doing case analysis in 


international business and international management through its focus on a designated middle and lower-
 level management segment, giving voice to subsidiaries and middle managers instead of the traditional 
 focus on HQ and top management. Finally, this study also adds to the pool of knowledge on the research 
 practice of doing actionable research with a view to sustainable value creation in both academia and 
 practice, discussing how challenges may be addressed and mutual benefit may be achieved in practice. 


Although the industrial PhD case is a special, perhaps even deviant case, the radical nature of this setup 
 highlights challenges of bridging the research-practitioner gap that other researchers, be it traditional 
 PhDs or other more experienced and tenured researchers, experience when conducting research from a 
 field immersion position with a view to mutual value co-creation between both academia and practice.  


Key words: Global mindset, managerial meta-competence, boundary-crossing leadership, strategy 


execution, internationalization/globalization, deliberate capability development, international collaboration, 
qualitative case study, actionable research, engaged scholarship, microfoundations, middle management, 
industrial PhD, technical wholesale. 
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RESUMÉ (DANISH SUMMARY) 


Denne afhandling beskæftiger sig med global ledelse som ’globaliseret ledelse; dvs. ledelse i en særlig 
 kontekst karakteriseret af strategisk og kulturel kompleksitet samt grænsekrydsning over mentale, 


organisatoriske og fysiske grænser – eller sagt med andre ord: ledelse med global mindset. Begrebet global 
 mindset er et bud på, hvordan virksomheden sikrer, at de menneskelige ressourcer kan håndtere den globale 
 strategiske og kulturelle mangfoldighed og kompleksitet, som i disse år får stigende opmærksomhed. Denne 
 afhandling argumenterer for, at global mindset er relevant for virksomheder og organisationer, der har 
 strategisk nytte af global mindset og derfor bør ses som strategisk global mindset. Den enkelte virksomheds 
 kontekst er pejlemærke for, hvad global mindset betyder i den enkelte virksomhed, og hvem der skal have 
 det. Og så er det er på ingen måde begrænset til udstationerede medarbejdere eller virksomheder med 


repræsentationer i flere lande, end der er medlemmer i FN. Ledelsesgerningen globaliseres, og flere kan have 
 gavn af global mindset til at eksekvere grænsekrydsende strategier.  


Traditionelt set har man talt om global ledelse i forbindelse med (typisk store firmaers) udstationering af 
 medarbejdere eller etablering i udlandet. Med stigende globalisering af markeder og arbejdsgange, det 
 såkaldte multikulturelle samfund og samarbejde på tværs af virksomheder kan man stille spørgsmålstegn 
 ved, om skellet mellem hjemlig/national og global ledelse ikke skal flyttes? Betegnelsen ”global” giver 
 indtryk af, at det er noget, man tager udenlands for at støde på. Men det er langt fra altid tilfældet – måske 
 oven i købet mere undtagelsen end reglen. Samarbejde på tværs af kulturelle, mentale, organisatoriske, 
 professionelle og geografiske grænser er hverdagskost for mange ledere og medarbejdere i såvel små som 
 store virksomheder, og i denne afhandling argumenteres der for, at der er brug for global, grænsekrydsende 
 ledelse – også når man ikke har brug for at medbringe sit pas. Hermed fremhæves en vigtig pointe i forhold 
 til det globales beskaffenhed. Der ligger nemlig i de fleste definitioner af begrebet en indbygget forståelse af 
 ordet global, der går ud over betydningen ”verdensomspændende” og ”international” til i stedet at betyde 
 altomfattende, helhedsorienteret, alt inklusive. Dette afspejles i ordets dobbelte betydning på engelsk, som 
 desværre ikke genfindes på dansk, hvor en supplerende betydning af ordet ’global’ er at forstå som 
 tværgående, tværfaglig og helhedsorienteret indstilling til tilværelsen såvel som arbejdslivet. 


Afhandlingen afdækker global mindset fra et teoretisk, et empirisk og et metodologisk perspektiv. Den 
 teoretiske analyse konceptualiserer global mindset som både en individuel meta-kompetence for den enkelte 
 leder og en strategisk, organisatorisk kompetence for organisationer. Global mindset er en meta-kompetence 
 for det første, fordi begrebet i sig selv er en hybrid af eksisterende perspektiver på global ledelse, hvor den 
 globale leder italesættes og præsenteres som hhv. interkulturel leder, brobygger/grænsegænger, 


videnmægler/social kapitalist og paradoksnavigatør. Global mindset er endvidere en meta-kompetence, fordi 
den som kompetence ikke direkte knytter sig til fremstillingen af en vare eller service, som en tredjepart er 
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villig til at betale for, men derimod er relevant i forhold til eksekveringen af andre kompetencer 


internationalt. Det er altså en indirekte kompetence, der til gengæld går på tværs af de specifikke funktionelle 
 kompetencer, der måtte være brug for i forskellige jobroller. Samtidig kan global mindset ses som en 


organisatorisk kompetence, der faciliterer opnåelsen af forretningsstrategiske målsætninger. Hvis global 
 mindset er at forstå som strategisk global mindset, må arbejde med global mindset være en reaktion på en 
 forretningsstrategisk beslutning, der er defineret lokalt ud fra den enkelte virksomheds situation og 


positionering i det globale. Global mindset som organisatorisk kompetence er altså evnen til at støtte op om 
 internationale forretningsstrategiske mål – en opfattelse der sammenfattes i en strategisk global mindset 
 kompetence-model, som skitserer sammenhængen mellem strategi, global mindset og præstationer.  


Den teoretiske analyse suppleres dernæst med en empirisk analyse af global mindset. Den empiriske analyse 
 tager udgangspunkt i et kvalitativt casestudie af en danskbaseret international teknisk grossistvirksomhed, 
 Solar A/S. I Solar A/S følger forfatteren virksomhedens bestræbelser på udvikling og udlevelse af global 
 mindset, lokalt i virksomheden kendt og operationaliseret som ’group mindset’, som en måde at støtte op om 
 internationalisering, international vækst og eksekvering af forretningsstrategiske initiativer. Den empiriske 
 analyse falder i to dele. Først introduceres Solar-casen i et forretningsstrategisk perspektiv, som det interne 
 makromiljø i casevirksomheden, som udforskningen af de ledelsesmæssige microfoundations for global 
 mindset operationaliseret som ’group mindset’, sker inden for rammerne af. Herigennem bidrager den 
 empiriske analyses første del også med en empirisk analyse af strategisk global mindset som individuel leder 
 meta-kompetence og organisatorisk kapabilitet, som den teoretiske analyse allerede har givet en konceptuel 
 analyse af. I den empiriske analyses anden del præsenteres en analyse af, hvilke leder- og ledelsespraksisser 
 der udgør microfoundations for global mindset set i mellemlederoptik, idet der både lægges vægt på den 
 enkelte leders adfærd samt mellemledernes opfattelse af, hvilke organisatoriske rammer og praksisser, der 
 hæmmer/fremmer udvikling og udlevelse af global mindset hos ledere. På denne baggrund skitseres ’group 
 mindset’ i Solar A/S som et kraftfelt af kræfter, der påvirker udviklingen af ’group mindset’ hhv. positivt og 
 negativt. Disse kræfter operationaliseres efterfølgende i ti organisatoriske ’group mindset’ facilitatorer og ti 
 individuelle ’group mindset’ facilitatorer. Den empiriske analyse af ’group mindset’ afdækker i vist omfang 
 nogle af de samme facilitatorer, som der allerede er peget på i den teoretiske analyse af global mindset, men 
 adskiller sig klart og tydeligt på særligt et punkt. I Solar-caseanalysen af udvikling og udlevelse af ’group 
 mindset’ fremstår evnen til at værdsætte det lokale som en væsentlig dimension i forhold til at fremme 


’group mindset’.  Denne pointe findes ganske vist i nogle teoretiske definitioner af global mindset, men er 
 generelt overset og undervurderet i den eksisterende litteratur. Solar-casen understreger, at global mindset 
 ikke kun er kosmopolitanisme og interkulturel ledelse; det er også kompetence i forhold til det lokale og det 


’hjemlige’ som en selvstændig, positiv pointe og ikke som bagstræberisk etnocentrisme. Hovedkontorets, om 
ikke topledelsens, indstilling til det lokale fremtræder, set i en mellemlederoptik, som et væsentligt parameter 
for udviklingen af global mindset: Hovedkontoret har tendens til at monopolisere ’group mindset’ ved at 
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forveksle global mindset med konsekvent prioritering af standardiserede, integrerede løsninger, der gælder 
 for hele den internationale virksomhed. Dermed ses det som lige så sandsynligt og uhensigtsmæssigt, at 
 hovedkontoret suboptimerer ved at standardisere og integrere som rygmarvsreaktion, en slags ’omvendt 
 suboptimering’, som ved at datterselskaber eller lokale filialer suboptimerer ved at handle for lokalt.  


Denne afhandling tilfører ikke alene ny, empirisk viden til global mindset-litteraturen, som pt. primært er 
 teoretisk og konceptuel, og - i det omfang at den er empirisk funderet – har fokus på individuelt global 
 mindset. Afhandlingen bidrager også med et mellemlederperspektiv, der ikke bare hidtil har manglet i 
 global mindset-litteraturen, men som også adresserer efterspørgslen efter mere pluralistiske casestudier 
 inden for forskningen i internationale virksomheder. Selvom analysen i denne afhandling fortsat er 
 managerialistisk al den stund, at det er ledelsen og ledere, der kommer til orde, giver den plads til en 
 gruppe af ledere, mellemledere på taktisk og operationelt niveau, der ikke har fået taletid i eksisterende 
 global mindset-litteratur. Den empiriske analyse er samtidig foretaget inden for rammerne af et 


erhvervsforskningsprojekt, hvor værtsvirksomheden er den centrale casevirksomhed, og afhandlingen 
 bidrager dermed til vores viden om brobygning mellem forsknings og praksis. I afhandlingen diskuteres 
 det, hvordan forskningskvalitet kan optimeres inden for en ramme, hvor forskeren er i et 


ansættelsesforhold med det empiriske genstandsfelt. Udfordringerne med at forske ud fra denne insider-
 position karakteriseres i afhandlingen som forskning bedrevet i/med, for og mellem organisationer. Der 
 argumenteres for, at opnåelse af (kvalitativ) forskningskvalitet under disse betingelser primært handler 
 om at modvirke sneblindhed og erosion af kritisk distance til egen praksis og felt som konsekvens af 
 forskerens sameksistens med felten; opnåelse af positiv effekt og værdi af den gennemførte forskning i 
 felten ved hjælp af aktiv involvering af praktikere fra værtsvirksomheden og ved at prioritere 


transparente datakilder og -indsamlingsmetoder, som er lette(re) for interne og eksterne ’andre’ at 
 kommentere på og forholde sig til. Samtidig understreges det, at håndtering af forskerens dobbelte 
 tilhørsforhold med et ben i hhv. den akademiske (værtsuniversitetet) og den praktiske sfære 
 (værtsvirksomheden) kræver aktiv brobygning og ledelse af interessenter for at udløse den kreative 
 spænding og det innovationspotentiale, der ligger i at indtage en position i mellem to forskellige 
 verdener.  


Som helhed betragtet supplerer og udvider denne afhandling den eksisterende viden om global mindset 
 ved at bidrage med en konkret empirisk case om ledelse med global mindset, hvilket står i modsætning 
 til de generelt teoretiske, generiske og normative anbefalinger i global mindset-litteraturen. Samtidig 
 fokuserer casestudiet på global mindset set i et strategiske perspektiv og oplevet af mellemledere, og går 
 således udover det nuværende fokus på strategiformulering til også at omfatte strategieksekvering. I den 
 forbindelse løftes (en flig af) sløret for, hvilke konkrete leder- og ledelsespraksisser, der i praksis 


understøtter udviklingen og udlevelse af strategisk global mindset. Afhandlingen adresserer dermed også 
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efterspørgslen efter studier af international ledelse og strategi, der inddrager bredere og mere 
 mangfoldige interesserer end udelukkende topledelsens. Samtidig bidrager afhandlingen med et 


erhvervsforskningsperspektiv på global mindset, og bidrager dermed metodologisk til den igangværende 
 debat om, om og hvor meget forskningsinstitutioner skal inddrage viden/personer fra og bidrage til 
 praksis i det omgivende samfund via deres forskning. Selvom et erhvervsforskerprojekt er en helt særlig 
 ramme at bedrive forskning indenfor, bidrager dette studie med refleksioner og metoder, der kan have 
 generel interesse for alle forskere, der ønsker at gøre en forskel såvel akademisk og praksis ved at 
 samskabe viden med repræsentanter for det felt, der forskes i.   


Nøgleord: Global mindset, internationalisering/globalisering, international metakompetence, organisatorisk 
 international kompetence, grænsekrydsende ledelse, strategieksekvering, microfoundations, mellemledere, 
 organisations- og ledelsesudvikling, internationalt samarbejde, kvalitativt casestudie, aktions- og 


erhvervsforskning, teknisk grossistvirksomhed. 
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PART I: RESEARCH CHALLENGE & CONCEPTUAL ANALYSIS OF  GLOBAL MINDSET 



Chapter 1: Prologue  


When the host company supervisor picks me up in the reception of a redecorated Hamburg docks 
 warehouse, venue of the Solar strategy kick-off for the revised group strategy for the period of 2010-
 2015, I am excited, curious and a little nervous. It is the end of March 2011, my first official day on the 
 job with my new industrial PhD employer. I am about to meet all strategic and tactical managers of the 
 Solar Group, gathered for the strategy kick-off, which is hosted outside the Danish HQ for the first time 
 by the German subsidiary. It is close to 8 p.m. and, according to the agenda handed out to me, the group 
 is engaged in an after-dinner activity of enacting the concept of ‘group mindset’ in role plays performed 
 by smaller groups. “This is a most appropriate avenue of organizational entry”, I ponder, while we 
 ascend to the second floor in the elevator, as the exploration of the Solar take on global mindset, locally 
 known as ‘group mindset’, is at the center of attention in the three-year research project we have agreed 
 to collaborate on - starting now. Approaching the conference room, I hear loud laughter and voices. As 
 my supervisor and I do our best to slip into the room unnoticed, the first sight that greets me is a large 
 group of men cheering for a person roaming under a table with what seems to be a yellowish table cloth 
 wrapped around the shoulders – perhaps as a sort of cape? Meanwhile, a colleague is passionately 
 narrating a story line in a microphone to the cheerful crowd. As I take a closer look, I am able to make 
 out that the male person under the table is the Solar Group Chief Executive Officer role-playing ‘group 
 mindset’ with his group members… And so I embarked on the first participant observation of ‘group 
 mindset’ among the group of people that refer to themselves as ‘Solarians’ and entered the universe of 
 European technical wholesale which, at the time, was almost as foreign to me as alien life in a faraway 
 exotic solar system…  


1.1 The Solar Group - “#1 in Technical Wholesale”


The refreshed Solar group strategy for the period 2010-2015, known as “#1 in Technical Wholesale”, 
presented at the strategy kick-off in Hamburg, was the first business strategy formulated under the first 
Group CEO recruited outside Solar ranks (although from within the supply chain) in the company’s more 
than 90-year history and one of significant change. Solar A/S (previously Aktieselskabet Nordisk Solar 
Compagni), was established in 1919 and listed on the Copenhagen Stock Exchange in 1953. Although 
relatively unknown to the general public nationally and internationally (Berlingske Nyhedsmagasin, 2012), 
Solar is Denmark’s thirty-sixth largest company measured on revenue (Berlingske Nyhedsmagasin, 2011) 
and turnover amounted to € 1,531.5m in 2013. The company is one of Northern Europe’s leading technical 
wholesalers within electrical, heating, plumbing, security, energy and ventilation products, marketing some 
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215,000 products. Operating in a business-to-business market, the typical customers are small and medium-
 sized businesses within the plumbing or electrical trade, but large industrial clients also represent a 


significant source of revenue, as do customer education and consulting on renewable energy. The company is 
 headquartered in Kolding, Denmark’s seventh largest city (57,583 inhabitants in 2013) situated in south-
 western Denmark some 230 km from the Danish capital of Copenhagen. Solar has subsidiaries operating 
 under the Solar brand in Denmark incl. the Faroe Islands, Sweden, Norway, the Netherlands (key markets); 


Germany, Austria, Belgium and Poland (emerging challenger markets, also known as ‘sunshine markets’). 


The Solar Group employs a total of approximately 3,300 people; the Danish enterprise has the most 
 employees, while the Dutch enterprise is the largest foreign subsidiary.  


The refreshed group strategy for the period 2010-2015 presented in Hamburg in the spring of 2011 was 
 designed to ensure improved financial performance and continued advancement of the group’s position 
 as a technical wholesaler in a challenging market, where expectations for market growth in the first half 
 of the strategy period were limited due to the financial crisis. The refreshed strategy included the 
 following initiatives: 


1. To outperform the market as ‘the number 1 technical wholesaler’ by further expanding product range 
 and knowledge base within electrical, heating, plumbing and ventilation products in Solar’s four key 
 markets Denmark, the Netherlands, Sweden and Norway.  


2. To capture organic growth opportunities by increasing its focus on the climate and energy segments 
 as well as on facility management and utilities through an expansion of the product and service 
 offers aimed at these segments. 


3. To upgrade the group’s business model to also encompass a business model for emerging markets. 


One model will be directed at consolidating key markets and the other at emerging markets (Finland, 
 Poland and Germany)1. 


4. To enhance efficiency and profitability in all markets by capitalizing on the introduction of 
 standardized processes supported by a new, common Group SAP IT platform (called Solar 8000). 


5. To continue strengthening leadership and specialist competences as well as defining new ways of 
 working across countries and functions. This is supported by the introduction of a corporate 
 academy, Solar Business Academy. More focus will be placed on employer branding to attract new 
 employees with competences complementing those already available.  


Under new leadership and in the context of a vastly changed competitive landscape, the refreshed group 
 strategy mirrored Solar’s assessment of an altered position in the European market, i.e. caught in the middle: 


      


1 Approximately half way through the first half of the strategy period, the Finnish operation was divested as was Solar’s engagement 
in consumer electronics through Aurora, and new acquisitions in the Netherlands, Belgium and Austria were included in the group of 
emerging markets.  
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following major restructuring of the European technical wholesale industry where large and, geographically 
 speaking, considerably more multinational competitors were consolidated into two major players and fierce 
 competition still existed in the form of small and agile local competitors, Solar found itself in the middle - 
 neither big, nor small, international(izing), but not mature multinationally speaking - prompted to pursue a 


‘both-and’ strategy of reaping integration and standardization benefits to match large competitors while 
 remaining open to local market specificities and preferences to stay competitive vis-à-vis small, very local 
 competitors.  


1.2 Strategy Execution with ‘Group Mindset’


To this end, the fifth strategic initiative listed above concerned with “defining new ways of working across 
 countries and functions” was seen as a facilitator for achieving the objectives of the other strategic 


initiatives. The strategy was deemed to necessitate a new style of leadership and collaboration internally in 
 Solar between HQ and subsidiaries, as well as between subsidiaries, representing a marked shift from a past 
 of decentralization and profit center-orientation towards a more holistic and cross-collaborative governance 
 and leadership style. According to Corporate Strategic HR Manager Claus Sejr, Solar’s most urgent global 
 leadership challenge was to build up an organization that moves from being primarily local with an 
 international perspective to being an organization working globally, and with a group mindset in order to 
 harvest the maximum value for the Solar Group: “As Solar is becoming even more international and global, 
 we see the need for capturing a leadership style where the strategic understanding, the leadership 


capabilities and the execution methods are grounded in a group mindset.” (Claus Sejr, December 2010).  


An accentuation of the corporate punch line “Stronger together”, the leadership concept of ‘group mindset’ 


had been coined by the Solar leadership team, Solar Management Team, consisting of top management, 
 corporate functional managers (incl. HR) and subsidiary directors, in the autumn of 2010 during the strategy 
 formulation phase to characterize the desired new ways of working in general and style of management and 
 leadership in particular in Solar: “Group mindset is our way of thinking about what is best for Solar in 
 everything we do and ensure that our initiatives and decisions help our colleagues across Solar.”(cf. Solar 
 Management Team workshop, September 2010). The idea of ‘group mindset’ was crystallized in a 


suggestion of three core principles of group mindset:  
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Figure 1.1: Consolidation of ‘Group Mindset’-leadership behaviour. Source: Solar Management Team, September 2010. 


As the ‘group mindset’ consolidation above indicates, the concept consists of three different perspectives that 
 could be captured in three headlines: 


1. Knowledge-sharing and dissemination of best practice 
 2. Group standardization and integration 


3. Capitalization on local specificities through differentiation and localization 


As such, the global-local dilemma and central perspectives on MNC management and leadership are echoed 
in the Solar Management Team ‘wish list’ for a new leadership style.  
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How group mindset was to be made concrete and realized remained a black box at the time, but the overall 


‘group mindset’ rationale of the Solar Management Team can be illustrated as follows: 


Figure 1.2: Single case host company business rationale of ’group mindset’ development. Source: Author. 


As indicated in the above illustration, the Solar business strategy is to be transformed in the strategy 
 execution by developing an organizational global mindset operationalized in local ‘group mindset’ 


leadership capabilities.  


1.3 From Business Case to Behavior


It was left to Solar’s corporate HR to define a ‘clear view of the framework for working with group mindset 
 as a behavioral component in leadership development and a clear view on the drivers and obstacles for 
 improving the value-adding components of group mindset in Solar.’ (Industrial PhD application, January 
 2011). A clear view of group mindset behaviors were believed to: 


1. raise the rate of success for the achievement of strategic objectives significantly 
 2. reduce costs of suboptimization in different strategic initiatives and projects


3. increase organizational agility in terms of better knowledge-sharing possibilities and the 
 implementation of best practice throughout the Solar group 


4. raise the potential of internal recruitments for strategic job positions throughout the group  
The fifth strategic initiative of defining new ways of working with ‘group mindset’, then, was anchored in 
Corporate HR who define their primary activity as being to ‘secure the execution of the business strategy in 
Solar Group’, among other activities, by seeking to ‘challenge, support and coach leaders and specialists at 
Solar A/S and strive for excellence in leadership and execution in daily operations’ as well as ‘actively 
support a group mindset across functions and companies and live the "Can-Do" attitude in real life [cf. 
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employer branding campaign seeking to position Solar as ‘The United States of Can-Do’, ed.].’ (cf. HR 
 strategy and objectives, ‘Solar STAR performance management system, 2012). As no internal resources 
 were available at the time and because no external consultants seemed to offer the kind of services in 
 demand, the idea of cooperating with academia in the form of an in-house researcher emerged, resulting in 
 an industrial PhD project exploring the Solar case of ‘group mindset’ as an operationalization of the 
 theoretical concept of global mindset. Solar Group CEO Flemming H. Tomdrup, who has been closely 
 involved in the case study company’s decision to engage in a research project on global mindset, explains: 


"At Solar, we are always on the lookout for ways to optimize. We operate in 8 countries and are highly 
 dependent on a workforce, which understands what Solar is about and what we are working towards. Solar 
 is on a journey, moving from being a Danish company with a Danish mindset into being an international 
 company with an international mindset. We operate in cross-border networks and work actively to open the 
 borders internally in Solar. Therefore, our cooperation with Rikke [the author, ed.] will give us valuable 
 knowledge of the possibilities that come with developing a global mindset: what does global mindset mean in 
 Solar? And how can we use this knowledge to improve the efficiency, interaction and knowledge sharing in 
 our daily work?" (Nielsen, 2013d). 


These questions are relevant for other actors and observers of international business, management and 
leadership, academics and practitioners alike. In this dissertation, Solar’s aspirations of working with 
deliberate global mindset competence and capability development as a driver of international strategy 
execution is explored in a single case-study from the perspective of both the practitioner business case as 
well as academic research gaps within the extant literature on global mindset with the aim of contributing 
both theoretically, methodologically and practically.  



(27)23 



Chapter 2: Introduction 


This dissertation deals with leadership in an international environment as being global mindset 
 leadership, i.e. border and boundary-crossing leadership within the multinational corporation. The 
 objective of the research project presented in this dissertation is to explore development of global 
 mindset (Javidan, Steers & Hitt, 2007; Lane, Maznevski, DiStefano & Dietz, 2011; Chatterjee, 2005; 


Gupta & Govindarajan, 2002; Erwee, 2007; Levy, Beechler, Taylor & Boyacigiller, 2007) as a 
 managerial meta-competence and organizational capability (Khilji, Davis & Cseh, 2010; Bartlett & 


Ghoshal, 1990) as a way to address the increased strategic and cultural complexity, which follows when 
 international or global corporations have to coordinate, control and create commitment across both 
 borders and boundaries. Global mindset is a meta-competence in the sense that it is competence 


facilitating the adequate use of other managerial competences in global collaboration in the MNC; global 
 mindset is a capability in that global mindset facilitates international strategy execution. A central 
 argument in this respect is how an organizational global mindset entails much broader and more multi-
 faceted conceptualization than a traditional cross-cultural understanding. This is highlighted by Evans, 
 Pucik & Björkman (2002) and Pucik (2006) who introduces what he refers to as a dual perspective on 
 global mindset, consisting of a cultural perspective focusing on psychological (individual) sensitivity to 
 working in a diverse and ambiguous environment (p. 86) and a strategic perspective focusing on the 
 manager’s appreciation of the strategic challenges facing the firm. From this dual perspective, “a 


manager with a global mindset understands the need for global integration and local responsiveness and 
 works to optimize this duality. The global mindset includes an appreciation for diversity as well as 
 homogeneity and openness to learning from everywhere.” (Pucik, 2006, p. 88).  


This dissertation argues the case that development of managerial global mindset competence and 
 capability is an avenue for multinational corporations to improve their opportunities (Gupta, 


Govindarajan & Wang, 2009; Gupta & Govindarajan, 2001)( Khilji, Davis & Cseh, 2010) of pursuing 
 business strategies successfully (Bower & Inkpen, 2009; Nadkarni, Herrman & Perez, 2010) and 
 minimize the ’globalization penalty’ (Dewhurst, Harris & Heywood, 2011) - incurred in part due to the 
 liabilities of foreignness -which is often the unwelcome companion of internationalization processes. 


Based on a conceptualization of a ‘strategic global mindset capability model’, the micro-foundational 
management practices of strategic global mindset is empirically explored through a single case study of a 
medium-sized European technical wholesaler in the process of deliberate competence and capability 
development of strategic global mindset as a lever for the achievement of strategic objectives and 
business performance in pursuit of international opportunities through both organic and acquisitative 
growth and the acceleration of internationalization.  
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This introduction begins by positioning global leadership as global mindset leadership and goes on to 
 pinpoint the research gaps in extant literature on global mindset with regards to seeing global mindset as 
 both an individual managerial competence of middle managers as well as an organizational capability. 


Then, using limitations of existing knowledge as oases of opportunity to create new knowledge, the 
 central research question is presented along with the sub-questions and definitions of central concepts 
 from the research question. Next, an overall research logic of the project is presented followed by an 
 overview of the theoretical, methodological and practical contributions intended. Subsequently, the 
 empirical setting of the single-case study being the host company of an industrial PhD project is 


presented as an important contributor to the formulation of the research question and framing of existing 
 research gaps along with an underlining of the empirical limitations of the single case study. A walk-
 through of the dissertation delineating highlights of the dissertation’s four parts concludes the 
 introduction. 


2.1 Global Leadership – Leadership and Collaboration with Global Mindset - home and away 
 In conjunction with the symposium “Imagining the Future of Leadership” at the Harvard Business 


School in August 2010 (HBR Video IdeaCast, 2010), a group of ten leadership experts gathered to 
 discuss what core competences will characterize leadership in the future. Their suggestions for future 
 leadership competences can be summarized by the following main points: 


-  Cross-border leadership: in terms of both national and organizational borders. 


-  Relationship leadership and leadership based on commitment, negotiation and dialog (as 
 opposed to control). 


-  Bridge building, development of networks and “distributed leadership” (including delegation 
 and self and co-leadership as well as leadership teams). 


-  Ability to communicate at a distance, and via many different channels. 


-  Diversity leadership and intercultural intelligence. 


If we pay serious attention to these points, it means that companies and their leaders are faced with an 
increased need for leadership “across boundaries and borders” both away from and at home. After all, not 
many companies today can say that they are not multinational and diverse to some degree, because their 
staff, customers, owners, employees or business partners certainly are. The number of people affected by 
globalized patterns of cooperation and business strategies is growing which was amply demonstrated in a 
2010 Danish Confederation of Industry study: Member companies testified that handling global cooperation 
and ensuing increased complexity was one of their main challenges (Confederation of Danish Industry, 
2010). In a similar vein, a recent European research project on global collaboration observes: ‘Companies 
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choose different approaches when setting up their organizational frameworks for global collaboration, but 
 more and more leaders and employees find themselves in complex cultural environments.” And they 
 continue: “…an increasing number of individuals require some degree of sensitivity to different cultural 
 perspectives in order to do their jobs well and to successfully navigate within complex global organizations.” 


(Gertsen, Søderberg & Zølner, 2012, p. 3). These findings are accentuated in a 2013 Danish Association of 
 Managers and Executives’ survey on the challenges experienced by members working as 


managers/executives with employees in more than one country and managers/executives working abroad: 


Foreign work cultures, legal framework, leadership style, communication (incl. command of foreign 
 languages) and distance management were factors deemed very challenging or somewhat challenging by 
 respondents (Laursen & Jensen, 2013, p. 5). 


Traditionally speaking, researchers have referred to global (staff-) leadership in the context of (mainly large 
 companies) posting staff or establishing operations abroad (Pucik, 2006; Adler & Bartholomew, 1992). In 
 the context of increasing globalization, internationalization, borderless financial and commodity markets and 
 the much-discussed, so-called “multicultural society”, the question is whether or not the distinction between 
 national and international/global (staff-) leadership should be reinterpreted? The term “global” gives the 
 impression of something one stumbles across, when one travels abroad. But that is far from always the case: 


Cross-border cooperation is commonplace for many leaders and staff in small, large and public companies in 
 Denmark. The boundaries, that determine where “abroad” and “global” begin, run right through the sales 
 department and are crossed the moment the company receives an email from a Polish supplier. Thus, the 
 international dimension moves directly onto home territory, while the domestic aspect moves abroad.  


The number of staff needing global skills is growing. While traditional expatriation still exists and remains 
 an important tool for knowledge transfer and talent development, an increasing number of persons are used 
 in short-term international assignments (Peck, 2013; Rossier-Renaud & O’Neill, 2012), and self-initiated 
 expatriation (Howe-Walsh & Schyns, 2010) is on the rise as part of changed migration and labor market 
 patterns. Inpatriates (Kiessling & Harvey, 2006) and ‘born globals’ operating in many different markets 
 (Gabrielsson & Kirpalani, 2012; Poole, 2012), domestic companies seeking to internationalize (Nadkarni, 
 Herrmann & Perez, 2010; Nadkarni, Perez & Morganstein, 2006; Miocevic & Crnjak-Karanovic, 2012; 


Felício, Caldeirinha, Ricardo & Kyvik, 2013), local organizations operating with a multitude of diverse 
stakeholders or employees in international shared service functions or centers of excellence, need global 
competences. Another example is the virtual team leader, who has a team which she - sitting behind a desk in 
one country - must manage, work together with, and improve the performance of in other countries and units 
or in inter-organizational networks with external business partners. So, globality affects not only those 
members of staff who are exposed to international work situations, but also those who are more nationally 
oriented (Javidan & Teagarden, 2011). Thus, it is not just leaders heading staff in other countries, staff 
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posted abroad or staff traveling 170 days a year, who need to act ‘globally’ and who are in need of global 
 skills (Bartlett & Ghoshal, 1987; Pucik, 2006): A host of other managers and employees perform job tasks 
 heavily influenced by globality, although their work lives rarely require that they bring their passports to 
 work.  


2.2 Enter Global Mindset - a Global Leadership Meta-competence 


Changed patterns of multinational collaboration between and within organizations, as described in the 
 previous section, highlight a vital point in relation to the nature of globality and global leadership. In fact, 
 there is a dimension to the word “global” that affects an understanding of the concept as synonymous with 


“worldwide” and “international”: i.e. “global” in the sense of “all-embracing”, “holistic” and “all 
 inclusive”. This is reflected in the double definition of the word in English, which Danish unfortunately 
 does not convey. For example, according to the Collins Cobuild English/English Dictionary, “global” 


means both “1) Concerning and including the whole world” and “2) Involving or relating to all the parts 
 or aspects of a situation.” The second definition of the word, for example, allows for an understanding of 


“global” as transverse, total, inter-disciplinary and holistic. Traditionally, global leadership and 


collaboration has focused a great deal on intercultural skills. However, an increased need for intercultural 
 sensitivity for an increased number of persons is just one consequence of operating in globality and what 
 observers of business globalization has called a ‘VUCA’-environment (a term borrowed from the military 
 vocabulary), i.e. an environment characterized by Volatility, Uncertainty, Complexity and Ambiguity (also 
 see Lane, Maznevski, DiStefano & Dietz, 2009). Further, balancing the paradox of simultaneous pursuit of 
 simplicity, standardization and cost-efficiency as well as differentiation and sensitivity to local specificities 
 adds to strategic complexity (Morley & Collings, 2004).  


Capturing these dimensions of global leadership, one of the more recent theoretical additions to these in-
 roads to dealing with global business, management and leadership is the concept of global mindset. The 


“global mindset” concept (e.g. Chatterjee, 2005; Gupta & Govindarajan, 2001; Javidan, Steers & Hitt, 
 2007; Javidan & Teagarden, 2011; Pucik, 2006) is a suggestion on how a company can ensure that human 
 resources, primarily managers, can cope with the global diversity and complexity, which, in recent years, 
 have received increasing attention. This focus should be seen as a result of the complexity and diversity of 
 the global leadership context (Lane, Maznevski, Mendenhall & McNett, 2004; Lane & Maznevski, 2013), 
 and also of the fact that it has not been possible to identify a definite set of special, individual 


characteristics of a global leader, despite many attempts to do so (e.g. GLOBE-project, Javidan & 


Dastmalchian, 2009). Yehuda Baruch sums up the issue as follows. “... [S]o there is no consistent way to 
point out what a global manager is. What we are left with is the search for good ‘conventional’ managers 
with a global mindset…” (Baruch, 2002, p. 36).  
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In relation to global leadership competences, global mindset represents a hybrid, which includes both the 
 global leader's intercultural competence and his/her ability to navigate in a complex field. Global mindset 
 can be characterized as: “… a highly complex cognitive structure characterized by an openness to and 
 articulation of multiple cultural and strategic realities on both global and local levels, and the cognitive 
 ability to mediate and integrate across this multiplicity.” Levy, Beechler, Taylor & Boyacigiller, 2007, p. 


32). Other researchers emphasize context-free performance criteria as central elements: “A global mindset 
 is the capacity to develop and interpret criteria for personal and business performance that are 


independent of the assumptions of a single context; and to implement those criteria appropriately in 
 different contexts.” (Lane, Maznevski, DiStefano & Dietz, 2009, p. 14). Common to these definitions is 
 that global mindset suggests a particular pair of glasses or mental filter, through which a person 


experiences the world and the globalization of markets, people and companies: “The functions of an 
 individual global mindset to a global leader are a means to structure the complex global reality and to 
 provide guidelines for appropriate leadership behavior like formulating a global vision and interpersonal 
 skills.” (Dekker, Jansen & Vinkenburg, 2005, p. 2).  


Against this backdrop of seeing global mindset as a leadership meta-competence when operating in a global 
 business environment home and away, the following sections uncover research gaps within the field of 
 global mindset leadership with a view to positioning the present research project vis-à-vis the extant 
 literature and academic knowledge on this topic:


2.2.1 Extant Literature on Global Mindset/Research gap #1: Individual vs. Collective 


Typically, the various constructs of global mindset operate at the individual, cognitive level of managers, 
 i.e. global mindset is seen as a mental map or schemata deemed particularly fit for global, multicultural 
 dealings and possessed by an individual (manager). In this dissertation, the concept of global mindset is 
 approached from a behavioral point of view that focuses on managerial behaviors (and facilitates 
 structural surroundings) instead of as an actual neurological pattern of thinking (Dweck, 2009; 


Vogelgesang, Clapp-Smith & Osland, 2014). At this point, it remains uncertain to what degree the 
theoretical global mindset conceptions share content with extant (primarily psychological) research into 
mindset as a cognitive infrastructure (Gollwitzer, 2003). This is not to dismiss the cognitive perspective – 
indeed following the rationale of cognitive theory, facilitating enactment of new behaviors can change the 
patterns of thinking of individuals (new experience leads to new mindset in time) instead of the other way 
around, i.e. change the behavior by changing the mindset. In the present study, a different perspective on 
global mindset is activated, however: That of global mindset not only as an individual competence, but 
also as an organizational capability – as an organizational metaphor and a concrete set of routines. The 
point of departure is that the application of this particular leadership role can be a source of competitive 
advantage, if one is capable of dealing with global opportunities and threats better than one's competitors: 
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