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Abstract 

 

This paper provides an insightful perspective to the common problem facing many global 

leadership educators across the U.S.: helping students understand “global leadership” while they 

sit in U.S. classrooms. The instructor of an undergraduate leadership course addressed this 

problem by recreating for U.S. students in local “cultural groups” a “culture shock” similar to 

that experienced by expatriates in foreign cultures. The culture shock experience is important for 

cross-cultural leadership development because culture shock produces challenges of uncertainty, 

anxiety and stress similar to those challenges needed to be overcome by an effective cross- 

cultural leader. The author discusses course structure and design (i.e. experiential-reflection 

project utilizing participant observation to write multi-stage report) along with student feedback, 

illustrating that teaching global, cross-cultural leadership can start in one’s backyard. 
 

Issue Statement 
 

A common problem faced by many leadership educators in the U.S. is helping students to 

understand “global leadership” while they study in U.S. classrooms. As an experienced traveler 

and a seasoned educator, I know that experiencing a foreign culture first-hand and talking about 

that same culture from the confines of a U.S. classroom are two entirely different experiences. 

When teaching a student about a foreign culture (particularly the nuances of the culture needed 

for effective leadership within that culture), it would benefit the student to experience the foreign 

culture with their own eyes, instead of hearing about it. Nevertheless, taking 30 students abroad 

is generally not an option in our profession. Subsequently, in 2013, while designing my first 

undergraduate cross-cultural leadership course, I was determined to help my students understand 

what it is like to lead in another culture, regardless of the fact that they were not in that culture. 

 

At the time I was two years removed from a 5-year stay abroad. As I reflected on this 

time, I focused on the aspects of my experience abroad that I could replicate for students in the 

U.S. I soon realized that while my experience abroad was significantly influenced by my 

behaviors, expectations, home culture, and host culture, I could replicate “culture shock”. 

 

Review of Related Scholarship 
 

Research on cross-cultural leadership has been prolific over the last few decades (House, 
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Wright, and Aditya, 1997; Dorfman, 1996; Grisham and Walker, 2008; Frost and Walker, 2007; 

Javidan et al., 2006). There are even studies on the proliferation of research on cross-cultural 

leadership (Dickson et al., 2003). However, research on teaching cross-cultural leadership has 

been sparse, particularly in the U.S.A. This has not discouraged American universities from 

teaching cross-cultural leadership. Several American universities have courses related to cross- 

cultural leadership (MIT – 15.996 – Cross-Cultural Leadership; Harvard -- MLD-202 – 

Exercising Leadership: A Cross-Cultural and International Perspective); however, most of these 

courses are based on leadership cases, previous experiences, analytical-reflective papers and 

group work (Bentley, 2004; Williams, 2015). As the author continues to search, no current 

research has been found on teaching cross-cultural leadership with the re-creation of culture 

shock as the venue for understanding cross-cultural leadership. Culture shock and leadership can 

both produce uncertainty, anxiety and stress. Thus, synthetically creating culture shock for 

leadership students (in U.S. classrooms) not only improves their practice of effectively handling 

uncertainty and anxiety common to many acts of leadership (Black & Morrison, 2014, p.109), it 

also gives them a taste of leading across cultures without being abroad. To better understand 

culture shock, it is necessary to step back and focus on some of the key factors that influence 

one’s culture (which is related to culture shock). Some of these factors include human 

assumptions, beliefs, values, behaviors and expectations. 

 

Whether at home or abroad, people have a basic need to understand and accurately 

predict the behavior of other people (Torbiörn, 1982, p.94) and one person’s behavior is often 

based on how they expect another person will behave. And because current expectations are 

often based on previous experience (Combs, 2006, p.28), a person’s culture (as a part of one’s 

previous experience) helps to shape the current expectations of a person. 

 

In short, a person who has been living in a home culture will, over time, develop patterns 

of expectation for how other people around them in the home culture will behave. This is 

because expectations for how others behave help to make the person’s actions smoother and 

more effective because the person lines their own actions up with how they expect other people 

to act.  This is based on their previous experience within the home culture or with the other 

people. However, a problem occurs when the person from the home culture suddenly arrives in a 

new host culture where the actions of people are different than the actions of people in the home 

culture which the person was used to. The person’s patterns of expectations from the home 

culture may not align with the expectations for the new host culture (causing frustration, 

confusion, uncertainty, anxiety, and stress). The person is forced to adjust or face further 

problems within the new host culture. 

 

Cheng (2005, p.371; Pettigrew, 1979; Schein, 1992; Schwartz et al., 1981, p.33) 

described “culture” as: a “shared system of assumptions, beliefs, values, and behaviors in [a] 

given group, community, or nation“. And because people from different cultures have different 

values, norms and attitudes (Cheng, 2005, p.371; Pettigrew, 1979; Schein, 1992; Schwartz et al., 

1981, p.33), it is understandable that these differences can lead to varied behavior among such 

individuals. 

 

It is clear that culture is not limited solely to one nation or group of people; however, 

culture is also applicable to smaller groups of just a few people (so long as the group members 
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share common assumptions, beliefs, values and behaviors). Just as the term “culture” can be 

applied to members of groups, regions, or nations, “culture shock” is equally applicable across 

this same spectrum. Indeed, “culture shock” can apply to the expatriate abroad as much as it can 

to the person starting a new job in their hometown. The term “culture shock” was first coined by 

Oberg (1960; Torbiörn, 1982, p.94) and refers to a “feeling of uneasiness or anxiety that arises 

when we can no longer interpret the signs and signals which we need to guide us in our social 

interactions.” It has also been described as a process where the “sojourner must somehow 

confront the social, psychological and philosophical differences he or she finds between his or 

her own cultural perceptions and those of the new environment” (Selmer, 2007, p.60). 

 

Culture shock is an emotional reaction that presupposes the need to be able to understand 

and predict other people’s behaviors and actions (Torbiörn, 1982, p.94). It is for this reason that 

when we cannot understand why people act in a certain way or when we cannot predict how a 

person will act, that we experience uncertainty (and, thus, anxiety and stress). One of the 

challenges of evaluating culture shock is that it is difficult to measure accurately because it is 

“subjectively complex” (Pedersen, 1995, p.4). Simply adjusting to a new culture requires the 

successful resolution of culture shock (Mumford, 1998; Hisam, 1997; Pires et al., 2006, p.159). 

Nevertheless, culture shock is also regarded as an experience of inter-cultural learning and 

growth (Adler, 1987), which was one of many reasons it was used as a common denominator in 

my cross-cultural leadership course. 

 

Recreating culture shock (for students confined to U.S. classrooms) was relatively simple 

as it was only a matter of placing students in new, unknown, and uncomfortable situations (even 

if those uncomfortable situations were just around the corner from where they lived). By having 

the students identify and spend time with previously-unknown “cultural groups” in their U.S. 

communities, the students were adding the ingredients for “culture shock” (e.g. new people with 

unknown behaviors, values, beliefs and actions = prerequisite for culture shock). 

 

More important than the students’ physical location is that the people with whom they are 

interacting share common assumptions, beliefs, values and behaviors that appear to differ from 

those of the observing students. The American expatriate on a business trip to Tokyo who has 

difficulty predicting the behaviors of their Japanese host(s) will experience a frustration that is 

quite similar to the non-Spanish-speaking, Caucasian American attending a friend’s Quinceañera 

in Houston, Texas. Much of the class structure was based on this. 

 

The tools expatriates use to alleviate the uncertainty and discomfort of living in a foreign 

environment are the same tools U.S. students can use to alleviate the uncertainty and discomfort 

they feel while in these new “cultural groups”. Information-gathering activities (such as 

communicating, observing, and socializing with “the locals” abroad or hanging out with a group 

of minority students down the hall) helps to diminish uncertainty and discomfort because the 

more information one has about another person, the easier it is to predict the other person’s 

behavior and the less uncertainty a person feels about that other person (Ball-Rokeach, 1973; 

Torbiörn, 1982; Takeuchi et al., 2005).  Cross-cultural leaders can also decrease their 

uncertainty, anxiety and stress by gathering more information about the locals whom they may 

lead. 
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Description of Application 
 

I have taught the undergraduate class “Leading in Diverse and Global Contexts” seven 

times since the fall of 2013 (to 198 students). Each time I have assigned a “Global Diversity 

Leadership Experience Project” as a shell to help students experience a synthetic culture shock. 

This culture shock is intended to help students identify what it is like to live in a foreign culture 

without leaving their home culture (home country). The challenges students face within this 

project include feelings of uncertainty, anxiety, and stress when interacting and observing 

members of a different “cultural group”. These are similar to feelings they might experience if 

they were in a foreign culture outside of their home culture. Most importantly, culture shock can 

play an important role in leadership development, particularly in cross-cultural leadership 

development. This is because culture shock, as with leadership, can pose a variety of challenges 

for a person, including uncertainty, anxiety, and stress. When experiencing culture shock, one is 

uncertain as to the appropriate set of behaviors desired in a new culture, which produces anxiety, 

and, ultimately, stress. Likewise, an effective cross-cultural leader will have to deal with the 

uncertainty of trying to influence others in an unfamiliar local environment. This uncertainty can 

lead to further anxiety and stress for the leader. Thus, a person effectively coping with culture 

shock will have to overcome the challenges of uncertainty, anxiety and stress just as an effective 

leader (particularly across cultures) will have to overcome similar challenges. 

 

Effectively handling culture shock (in U.S. classrooms) not only improves the U.S. 

students’ practice of handling uncertainty, anxiety and stress common to many acts of leadership, 

it also gives them a taste of leading across cultures without being abroad. 

 

While the approaches I have used to synthetically recreate culture shock for my students 

have changed through course development, experiential learning remains the basis of my 

approach. Experiential learning for the purposes of this paper is defined as “the process of 

making meaning from direct experience; namely, learning through reflection on doing” (Pappa et 

al., 2011, p.1003). Reflection played a crucial role in the process of experiential learning because 

reflection helps the students to make meaning of their experiences. Without reflection, the 

opportunity to make meaning of an experience is lost. Reflection has been defined as, “an active 

process of exploration and discovery, which often leads to very unexpected outcomes” (Boud et 

al., 1985, p.7). To highlight the important role of reflection within experiential learning, I started 

using “experiential-reflection” projects in my course. It is in these “experiential-reflection” 

projects where students reflect on a previous experience to learn lessons that are beneficial for 

them in the future (in this case, as future cross-cultural leaders). 

 

Students are introduced to the Global Diversity Leadership Experience Project on the first 

day of class when reviewing the syllabus. The project is divided up into three parts (Part A – 

Introduction of Cultural Group; Part B – Analysis of Cultural Group and Self-Identity; and Part 

C, the Final Paper and Conclusion Reflection). In a typical 8-week course (face-to-face or 

online), students are provided an overview of Part A, Part B, and Part C at the beginning of 

Week 1. Part A is due at the end of Week 2. Part B is due at the end of Week 4, and Part C is due 

at the end of Week 6. This approach can also be applied to a 16-week course. Parts A and B 

receive feedback from the instructor, which the students can use to revise and improve their final 

deliverable, which includes revised Part A and Part B, along with Part C and a Conclusion 



Journal of Leadership Education DOI: 10.12806/V14/I4/A2 Special 2015 

118 

 

 

 

 

Reflection. The Conclusion Reflection is extremely important to the efficacy of the entire project 

as the Conclusion Reflection provides a venue to link the project experience with key cross- 

cultural leadership issues and themes covered throughout the course. 

 

Before describing the three parts of the project (Part A, Part B, and Part C), a sound 

understanding of some basic parameters of the project is necessary. First, there are the criteria 

used to select their chosen “cultural group”. Second, and more importantly, is the observational 

technique (i.e. participant observation) used to create the culture shock experience (in Part A). 

 

The criteria for selecting a “cultural group” are to identify a group of 2-10 (or more) 

individuals who appear different from the student in culture, ethnicity, gender, sexual- 

orientation, etc. Students have chosen Mexican families who have crossed the border to make a 

better life for themselves, immigrants from a variety of Southeast Asian countries, and co- 

workers from Europe, Africa, and South America. Some students have also chosen cultural 

groups whose members may identify with a sexual orientation (homosexual, heterosexual, bi- 

sexual, etc.) that may differ from their own. Once they identify their chosen “cultural group”, 

students utilize the qualitative research method known as participant observation over the course 

of two or more hours to interact with members from their chosen group (either passively or 

actively). 

 

Participant observation is a qualitative research method where the researcher collects data 

in naturalistic settings by observing or taking part in the common and uncommon activities of the 

people being studied. Participant observation includes the use of the information gained (for 

social scientific purposes) from participating and observing through explicit recording and 

analysis (DeWalt & DeWalt, 2011, p.2). This observation serves two purposes: (1) to provide 

students with data (from the “cultural group”) to compare to data from the students; and (2) to 

synthetically recreate culture shock through students’ interaction with the “cultural group”. 

 

The students’ task is to simply observe what went on and to note down as much of it as 

possible: the sounds, the smells, the behavior of the observed. Students do this by answering 

questions focused on identifying cultural values, cultural norms, personal and national identities 

of the observed, as well as those of the students. This act of observation contributes to the 

changing dynamics of the situation. For instance, some members of the observed cultural group 

are uncomfortable in knowing they are being watched, which, in turn, is just as uncomfortable 

for the observer). It is this uncomfortable feeling (often by all parties) that makes the observers 

keenly aware of the fact that they are in a new, unpredictable situation. Interestingly, students 

often observe their “cultural groups” in the students’ natural environment (at work, while 

shopping, at a birthday party, at the gym, etc.) and, yet, despite this, students report feeling 

“hesitant”, “unsure”, “uncomfortable”, “anxious”, and “nervous”. What the students do not 

realize is the presence of these feelings indicates that students are showing signs of culture shock 

(even if it is a pre-fabricated culture shock). Furthermore, culture shock is culture shock 

regardless of the physical location. The uneasiness felt while observing and interacting with a 

group of foreign exchange students down the hall is similar to the uneasiness the student may 

feel if they were in the exchange students’ home culture. 
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Once the qualitative research is completed (consisting of participant observation lasting 

at least two hours), students then write the multi-stage, analytical report (Parts A, B, and C) that 

connects the collected data with the cross-cultural leadership issues and themes covered in class. 

Furthermore, two exams (a mid-term and final exam), along with three online discussion board 

activities ensure that students have mastered additional cross-cultural leadership materials, 

including the cultural dimensions of Hofstede (1984, 1985, 2001), those dimensions of 

Trompenaars and Hampden-Turner (1998), the GLOBE Study – Global Leadership and 

Organizational Behavior Effectiveness (Javidan & House, 2001), and David Kolb’s Four Modes 

of Experiential Learning and Four Learning Styles (1984, 1999). 

 

While each part is important for the project’s overall efficacy, all three parts together are 

needed to promote the “experiential-reflection” aspect of the project. Part A (Introduction of 

Cultural Group) is important because it helps to recreate the culture shock experience via the use 

of participant observation. To supplement Part A, classroom time focuses on introducing 

students to several foundational pillars of cross-cultural leadership, including the definition of 

culture, values, norms, cultural assumptions, and the four adjustments typically made when 

encountering diversity: multiculturalism, separation, assimilation, and deculturation. Students 

compare and contrast these terms between themselves and members of their chosen “cultural 

group”. 

 

Once the culture shock experience is established in Part A, students in Part B (Analysis of 

Cultural Group and Self-Identity) compare and contrast their personal culture and national 

culture with the personal and national culture of a member from their chosen “cultural group” 

(these terms are discussed in class before students complete Part B). The act of comparison 

reminds students that while similarities may make students feel more connected to members of 

their “chosen cultural group”, it is important to not let the real or perceived differences 

negatively influence the students’ judgement of the “chosen cultural group”. Furthermore, before 

completing Part B, students (in class) are introduced to personal and national identity (and their 

role of informing one’s personal and national cultures) while taking an abbreviated version of the 

Myers-Briggs Personality Quiz. Before students complete Part C (the Final Paper and 

Conclusion Reflection), they are exposed to the importance of multicultural competencies and 

resolving role conflict while abroad. Most importantly, Part C helps students to connect key 

themes from the first two parts (i.e. culture, values, norms, and cultural assumptions in Part A, 

and personal culture, national culture, personal identity and national identity in Part B) with more 

overarching themes from the course. These themes include a person’s need to understand and 

accurately predict the behavior of other people, a person’s culture (as a part of one’s previous 

experience) helps to shape the current expectations of a person), and when they cannot predict 

another person’s behavior, uncertainty, anxiety, and stress may result. 

 

After completing the project, students are exposed in class to the idea that being tolerant 

of differences is a key component of multicultural leadership. This idea becomes progressively 

clearer throughout the project. For example, in Part A, many students are able to recognize that 

their initial reactions to their chosen cultural group followed an assimilation, separation, 

deculturation, or multicultural reaction. In Part B, they connect these reactions to their previous 

experience with their personal and national cultures, their personal and national identities, and to 

their own personalities. Many students realize (after completing Part C) that their tolerance for 
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differences appears to increase the more exposure they have to people different from them. 

 

Thus, the three-part setup is intended to mesh the experiential aspect of the project with 

previous personal experiences of the students and key cross-cultural leadership themes from the 

course. Most importantly, overcoming the challenges of the culture shock experience (i.e. 

uncertainty, anxiety and stress) helps to prepare students for similar challenges when leading 

across cultures. All of this is done without having to leave the U.S. 

 

Discussion of Outcomes 
 

The success of the “experiential-reflection” project via participant observation is closely 

tied to the students’ experience of culture shock (and their reflection on this experience). While 

the numbers were not being formally measured, many students using the participant observation 

approach reported feeling “uncomfortable”, “anxious”, or “stressed” upon initially observing and 

interacting with their chosen “cultural group”. These statements align with the presence of 

“culture shock” and the accompanying uncertainty and anxiety. Culture shock aside, the 

reflection aspect of the project serves as a synthesizing agent linking the observed behaviors with 

course content and further enhancing student understanding of cultural and leadership behaviors 

of the observed group. Reflection activities help students to make meaning of their experience. In 

fact, through reflection, students are better able to connect thoughts and actions with the 

development of leadership skills (Guthrie & McCracken, 2014). The most significant outcomes 

of the project were most clearly exhibited in the Conclusion Reflections. In fact, these outcomes 

included the self-reported lessons they learned about other cultures, themselves, and their own 

subconscious stereotypes and biases towards members of diverse cultural groups. 

 

For instance, these lessons included the idea that the initial minor differences in external 

appearances and/or actions (i.e. skin color, language, behavioral differences, sexual-orientation, 

etc.) should not overshadow any underlying similarities in values (i.e. family, hard work, 

sacrifice, belief in education, etc.) between students and members of the observed cultural group. 

Furthermore, refraining from passing judgement on someone’s behavior without acquiring more 

information on why the person was behaving in such a way, was one of the most common and 

profound takeaways by students. Several students reported (in Part A) that their initial encounter 

and observation of a different behavior from members of their chosen cultural group inclined the 

students to discount the behavior as “dumb, stupid, or odd” (negative evaluations). However, 

subsequent assessment of these initial encounters (in the Conclusion Reflection) helped students 

recognize that just because someone did something differently than they would, does not 

automatically make the behavior “dumb, stupid, or odd”. It is only different (neutral evaluation). 

This ability to refrain from passing judgement has been noted by scholars as an important step in 

adjusting to a foreign culture (Punnett, 2004, p.236) for leaders. 

 

The project helped students to become more aware of their personal and national cultures 

(and values and norms) when they were contrasted with the personal and national cultures of 

members from the observed cultural group. Many students reported that the act of observing and 

assessing members of their chosen “cultural group” based on real or perceived differences 

created a contrast (between the observing students and the observed groups) that clarified the 

personal and national cultures (and values and norms) of the students. 
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The constant comparison between the students and the observed members of their chosen 

cultural group and the comparison back to their own previous experience helped many students 

to recognize instances of subconscious stereotypes and biases they had initially shown towards 

members of their chosen (or other) cultural groups. These were based on what the students’ 

previous experience had conditioned them to think about members of the chosen cultural group 

(i.e. that all Hispanic immigrants do not want to learn English, that all Japanese female 

employees were incapable of acting against the orders of their male superiors, etc.). One student 

recalled an experience where (as hiring manager) they were reviewing applications for an open 

position in a warehouse. The student intuitively recognized they had been skipping over all 

female applicants for the position, not because they were not qualified; however, because this is 

what had been conditioned in the student’s mind by society. 

 

Most importantly, it is not just the lessons they have learned, but how they have applied 

those lessons to leading in their professional and personal lives. For example, many students in 

their Conclusion Reflection have grasped the concept that a leader who understands the actions 

and behaviors of people from diverse backgrounds can tailor their actions in a culturally- 

appropriate way that not only respects the diverse beliefs and traditions of the diverse 

individuals; however, by doing so, increases their ability to influence those individuals. 

 

Furthermore, students also responded that a leader who better understands their personal 

and national culture is more likely to recognize when these cultures differ from those of diverse 

backgrounds. Through this recognition the leader is able to switch into more culturally- 

appropriate behaviors. 

 

Reflections of Practitioner 
 

The applicability of culture (particularly, culture shock) across many levels of groups, 

organizations, and societies helped to recreate the cross-cultural experience for students sitting in 

U.S. classrooms. I was skeptical as to whether students would feel the same uneasiness and 

uncertainty I had felt when I was abroad. The vivid descriptions of anxiety in their reports tell me 

that they did, in fact, feel symptoms of culture shock (even if it was hard to measure the strength 

of those symptoms – this would be a good topic for future research). Nevertheless, the fact that 

these are self-reported symptoms should indicate that caution needs to be taken while evaluating 

this data. The course will be taught for the eighth time in the fall of 2015 (and will continue to be 

taught over the next few summers to American college students studying abroad in Austria on 5- 

week stays). I anticipate slight alterations to the current parameters of the “experiential- 

reflection” projects. For the time being, participant observation of current experiences is the 

method of choice required of students. Finally, another key aspect of the project is that 

successfully managing the uneasiness and uncertainty (felt by students when using participant 

observation) is a necessary skill for leaders (across situations and context) to master (Black & 

Morrison, 2014, p.109; Clampitt & DeKoch, 2001, pp.11-15). The leadership experience is rife 

with uneasiness (responsibility towards followers) and uncertainty (of successfully leading 

followers towards a common goal). Thus, while navigating unknown environments and 

situations (i.e. foreign cultures or a home culture with unfamiliar members), students are also 

honing their global, cross-cultural leadership skills. 
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Recommendations 
 

As students do not take part in an IRB-approved study (that was not my intention while 

developing the course), I have not formally measured instances and degrees of anxiety and 

uneasiness felt by students utilizing participant observation. This would be an interesting set of 

data to collect in the future (however, formal IRB approval would be necessary). The current 

observations of the professor on the efficacy of the U.S.-based course in using the culture shock 

experience to help students practice handling uncertainty, anxiety and stress common to many 

acts of leadership needs to be studied further. Nevertheless, preliminary conclusions indicate that 

having U.S.-based students “think globally” and “act locally” can begin with the unique “cultural 

groups” in their own backyard. Additionally, this serves as a viable way for students to 

understand the subtle nuances of “culture”. And this cultural understanding forms the basis for 

the global leadership skillset that is at the heart of this undergraduate cross-cultural leadership 

course. 

 

 

References 
 

Adler, P.S. (1987). Culture Shock and the Cross-Cultural Learning Experience. In L.F. Luce & 

E.C. Smith (Eds.), Toward Internationalism (pp.24-35). Cambridge, MA: Newbury 

House Publishers. 

 

Ball-Rokeach, S.J. (1973). From pervasive ambiguity to a definition of the situation. Sociometry, 

36, No.3. 

 

Bentley, P. (2004). 15.996 Cross-Cultural Leadership. Massachusetts Institute of Technology: 

MIT OpenCourseWare, http://ocw.mit.edu (Accessed 25 May, 2015). License: Creative 

Commons BY-NC-SA 

 

Black, J.S. & Morrison, A.J. (2014). The Global Leadership Challenge. New York, New York: 

Routledge. 

 

Boud, D., Keogh, R., & Walker, D. (1985). What is Reflection in Learning? In D. Boud, R. 

Keogh, & D. Walker (Eds.), Reflection: Turning Experience into Learning (pp.7-17). 

New York, NY: Nichols Publishing Company. 

 

Cheng, Y. C. (2005). New Paradigm for Re-engineering Education – Globalization, 

Localization, and Individualization. Dordrecht, the Netherlands: Springer. 

 

Clampitt, P. & DeKoch, R. (2001). Embracing Uncertainty – The Essence of Leadership. 

Armonk, NY: M.E. Sharpe, Inc. 

 

Combs, A. (2006). Being and Becoming - A Field Approach to Psychology, Springer Publishing 

Company. 

http://ocw.mit.edu/


Journal of Leadership Education DOI: 10.12806/V14/I4/A2 Special 2015 

123 

 

 

 

 

DeWalt, K. & DeWalt, B. (2011). Participant Observation – A Guide for Fieldworkers. Lanham, 

Maryland: AltaMira Press. 

 

Dickson, M., Den Hartog, D., & Mitchelson, J. (2003). Research on leadership in a cross-cultural 

context: Making progress, and raising new questions. The Leadership Quarterly, 14, 729- 

768. 

 

Dorfman, P. W. (1996). International and cross-cultural leadership research. In B. J. Punnett & 

O. Shenkar (Eds.), Handbook for international management research (pp.267-349). 

Oxford, UK: Blackwell. 

 

Frost, J. & Walker, M. (2007). Cross-Cultural Leadership. Engineering Management, Vol. 17, 

Issue 3, 27-29. 

 

Grisham, T. & Walker, T. (2008). Cross-cultural leadership. International Journal of Managing 

Projects in Business, Vol. 1, Issue 3, 439-445. 

 

Guthrie, K. L., & McCracken, H. (2014). Reflection: The importance of making meaning in e- 

service learning courses. Journal of Computing in Higher Education, 26(3), 238-252. 

 

Hisam, T. (1997). The value of expatriate support programs in reducing susceptibility to culture 

shock for American expatriated employees working in Germany. Journal of International 

Business Studies, Vol. 4, 884-886. 

 
Hofstede, G. (1984). The cultural relativity of the quality of life concept. Academy of 

Management Review, 9, 389-398. 

 

Hofstede, G. (1985). The interaction between national and organizational value systems. Journal 

of Management Studies, 22, 347-357. 

 

Hofstede, G. (2001). Culture’s Consequences: Comparing values, behaviors, institutions, and 

organizations across nations (2nd ed.). Thousand Oaks, CA: Sage. 

 

House, R. J., Wright, N. S., & Aditya, R. N. (1997). Cross-cultural research on organizational 

leadership: A critical analysis and a proposed theory. In P. C. Earley & M. Erez (Eds.), 

New perspectives on international industrial/organizational psychology (pp.535-625). 

San Francisco, CA: Wiley. 

 

Javidan, M., & House, R.J. (2001). Cultural acumen for the global manager: Lessons from 

Project GLOBE. Organizational Dynamics, 29(4), 289-305. 

 

Javidan, M., Dorfman, P. W., De Luque, M. S., & House, R. J. (2006). In the eye of the 

beholder: Cross cultural lessons in leadership from Project GLOBE. The Academy of 

Management Perspectives, 20(1), 67-90. 

 

Kolb, D.A. (1984). Experiential Learning. Englewood Cliffs, NJ: Prentice Hall. 



Journal of Leadership Education DOI: 10.12806/V14/I4/A2 Special 2015 

124 

 

 

 

 
 

Kolb, D.A. (1999). Learning Style Inventory (Version 3). Boston: Hay/McBer Training 

Resources Group. 

 

Mumford, D. (1998). The measurement of culture shock. Journal of Social Psychiatry and 

Psychiatric Epidemology, Vol. 33, 149-154. 

 

Oberg, K. (1960). Cultural shock -- adjustment to new cultural environments. Practical 

Anthropology, 7, 177-182. 

 

Pappa, D., Dunwell, I., Protopsaltis, A., Pannese, L., Hetzner, S., de Freitas, S., & Rebolledo- 

Mendez, G. (2011). Game-Based Learning for Knowledge Sharing and Transfer: The e- 

Vita Approach for Intergenerational Learning. In P. Felicia (Ed.), Handbook of Research 

on Improving Learning and Motivation through Educational Games: Multidisciplinary 

Approaches (pp.974-1003). Hershey, PA: IGI Global. 

 

Pedersen, P. (1995). The Five Stages of Culture Shock – Critical Incidents Around the World. 

Westport, CT: Greenwood Press. 

 

Pettigrew, A. (1979). On studying organizational cultures. Administrative Science Quarterly, 

#24, 570-581. 

 

Pires, G., Stanton, J., & Ostenfeld, S. (2006). Improving expatriate adjustment and effectiveness 

in ethnically diverse countries: marketing insights. Cross Cultural Management, 13 (2), 

156-170. 

 
Punnett, B.J. (2004). International Perspectives on Organizational Behavior and Human 

Resource Management. Armonk, New York: M.E. Sharpe, Inc. 
 

Schein, E. (1992).  Organizational culture and leadership (2nd ed.). California: Jossey-Bass Inc. 

Publishers. 

 

Schwartz, H., & Davis, S. (1981). Matching corporate culture and business strategy. 

Organizational Dynamics, Summer, 33. 

 

Selmer, J. (2007). The Role of Culture in International Business Relations – Pre-knowledge 

versus Socialization Tactics. In S. Clegg, K. Wang & M. Berrell (Eds.), Business 

Networks and Strategic Alliances in China (pp. 56-76). Northampton, MA: Edward Elgar 

Publishing, Inc. 

 

Takeuchi, R., Tesluk, P., Yun, S., & Lepak, D. (2005). An integrative view of international 

experience. Academy of Management Journal, 48(1), 85-100. 

 

Torbiörn, I. (1982). Living Abroad: Personal Adjustment and Personnel Policy in the Overseas 

Setting. Chichester, Sussex, England: John Wiley & Sons. 



Journal of Leadership Education DOI: 10.12806/V14/I4/A2 Special 2015 

125 

 

 

 

 

Trompenaars, F., & Hampden-Turner, C. (1998). Riding the waves of culture: Understanding 

cultural diversity in global business (2nd ed.). New York: McGraw-Hill. 

 

Williams, D. (2015). MLD-202, Exercising Leadership: A Cross-Cultural and International 

Perspective. Course, Spring of 2015. Harvard Kennedy School website, URL: 

http://www.hks.harvard.edu/degrees/teaching-courses/course-listing/mld-202 (Accessed 

25 May, 2015). 

 

 

Author Biography 
 

Jeff Zimmerman is assistant professor of Organizational Leadership at Northern 

Kentucky University (U.S.A.). His research focuses on expatriate adjustment to  foreign 

cultures, ethics, trust, leadership development in multinational corporations, and organizational 

change. He earned a PhD in organizational development/group dynamics and an MBA from the 

University of Klagenfurt (Austria). 

http://www.hks.harvard.edu/degrees/teaching-courses/course-listing/mld-202
http://www.hks.harvard.edu/degrees/teaching-courses/course-listing/mld-202

