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ABSTRACT: 250 words

The purpose of this research is to understand, how leaders position, embrace and implement diversity with regard to their strategic agenda, and the resulting benefits for both leader and organisation in driving this agenda forward.

The researcher reviewed research in the areas of structural, cognitive and behavioural diversity and proposes an integrative framework – the LEAD³ Model.  The researcher further seeks to align her model with the Leaderplex model which considers cognitive, social and behavioural aspects of leadership and the Strataplex Model which considers cognitive, interpersonal, business and strategic skills.

The research follows a case-study design employing grounded theory methodology.  All leaders took part in a one-to-one interview which were analysed and resulted in emerging categories and themes.

The research has early findings grouped around the following themes:  individualistic versus collective cultures, the impact of globalisation on diversity, singular versus multiple diversity perspectives, the relationship between inclusion and organisational culture, aspects of the leadership role in creating and committing to diversity, the importance of being able to quantitatively measure the impact of diversity on organisational performance and employees reactions to implementing diversity initiatives.

The value of the paper is that it offers a leader a framework that positions diversity and leadership from multiple rather than singular perspectives and so both diversity and leadership can be viewed holistically.   Adopting this perspective will contribute to the success of a company operating on a global platform, and enable leaders to position diversity so as to gain buy-in, engagement and commitment from all employees.

Six key words to encapsulate the principal topics of the paper are: multiple-level diversity, globalisation, innovation and multi-level leadership, organisational culture.


INTRODUCTION & REVIEW
Diversity:

Diversity has its roots in both the legal compliance and ethical domains.  The legal perspective has been embodied in affirmative action, which was designed to afford equal employment opportunities to all individuals (Stein, 1995).  However, to effectively manage diversity the ethical perspective became popular in the 1980s, and emphasised awareness, recognition, understanding, and appreciation of human differences.  It involved creating an environment in which everyone feels valued and accepted and where discrimination could be eliminated. 

In the 1990s and onwards diversity became a strategic priority in the light of an increased global market place, and changing demographics.  According to Mike Bagshaw (2004) diversity should ‘be put into a context that places it at the core of strategic conversations on cost reduction, market access and customer service, the war for talent, globalisation, learning and innovation, creative, undiscussable and hidden agendas, and groupthink and collective wisdom’.

To their credit, companies increasingly recognise this diversity imperative and this research takes managing diversity to another level whereby the concepts of diversity and leadership are integrated in the pursuit of leveraging diversity. 

The conceptual framework proposed assists leaders to drive through and implement a strategic diversity agenda.  Historically diversity is viewed from a singular perspective by primarily addressing issues of race, ethnic or gender differences, and linked to the laws providing protected status to certain groups.  At the core of my research I propose a broader and integrated perspective of diversity that addresses the t workforce composition, systems and processes and organisation structure of the workforce (structural), the way employees think (cognitive),  and the way employees do things (behavioural) .  To further embed and add value to the organisation these elements must be addressed at individual, team and organisational platforms and inclusivity, collaboration and strategic alignment are vital elements that underlie this process.  The outcomes of adopting such a process would be a return on investment, a learning organisation and sustainable change grounded in the business realities of the global company. 

Structural Diversity
I define structural diversity as all elements that contribute to the structure of the organisation.  This includes identities of the workforce such as gender, age, religion, race, ethnicity, educational background, physical ability, sexual orientation etc.    Structural diversity also includes ‘interactions across functions, organisational levels, division and between parent companies and subsidiaries, strategic styles and stakeholder engagement’ (Hubbard, 2004, David, 2010)

The structural dimension maps onto organisational activities such as restructuring, recruitment and retention, promotion, talent management and succession planning, skills strategy, development, workforce conditions, connectivity, and market agility.

Cognitive Diversity
The rationale behind this perspective is that we all think differently.  Individuals have different ways of perceiving, interpreting, experiencing, categorising, organising, processing, reflecting, adapting and communicating.   As such, cognitive diversity is closely linked to innovation and creativity within the organisation.  So that a company can sustain its competitive advantage as well as push the boundaries of their current performance it is vital that innovation is encouraged.  Having a cognitively diverse workforce is congruent to achieving a company’s ambitions by focusing on quality problem solving and decision making, knowledge transfer and best practice, strategic planning, organisational learning and organisational flexibility.  As such, a cognitively diverse mindset is cultivated.

Behavioural Diversity
Despite the number of models that attempt to box us into personality types or portray characteristics of leadership styles we individually all have our own behavioural DNA.  To this extent we interact with each other differently depending on who we are speaking with or the situation we are in.  Our values and beliefs will also shape our behaviour and interactions as a result of our cultural and national heritage.  The concept of culture further transcends to organisational cultures which can be strong or weak, and moreover, sub-cultures can exist within organisational cultures. 

At the core of leveraging diversity is the prerequisite that people are essential towards realising the ambitions of the organisation.  How people behave are at the root of how we run our businesses and are normally determined by role modelling the behaviours that the leadership team wish to be realised and sustained with the DNA of the organisation.  Rarely is the concept of behavioural change addressed.

Activities in the organisation that can be mapped onto this dimension include organisational culture, cross-cultural collaboration, intercultural and interpersonal communications, cultural integration, stakeholder engagement, ways of working, managing conflict, micro-inequities, networking, and customer/community partnerships.

Forming the bedrock of these three dimensions of diversity must be the concepts of inclusivity, collaboration and strategic alignment.  

Inclusivity is demonstrating a genuine openness to all people, at all levels regardless of visible, differences, different ways of thinking and different ways of behaving.  This does not advocate a maverick or reckless organisation but simply that all employees are valued, respected and engaged.
Very much linked to the concept of inclusivity is the organisations culture and the culture will inform how the organisation embraces and supports a diversity agenda. Questions such as who the organisation is in terms of their structures, rituals and systems?  How the organisation wish to be perceived by their stakeholders and customers alike? And, how the organisation attracts talented individuals to the company is at the heart of a strategic diversity agenda.  Underlying inclusivity is the issue of heterogeneity versus homogeneity.  In general, like attracts like and as such people tend to prefer to want to work people who are most like them.  That is, people who share similarities in terms of physicality and backgrounds (structural), people who share their ideologies and their ways of thinking (cognitive), and people who are similar in their ways of behaving (behavioural).  If people are to feel included it is essential that the organisation is open to a heterogeneous environment.

Collaboration provides opportunity for employees regardless of their level or where they work (division) or their expertise (function) to collaborate across these boundaries in a way that permits learning, flexibility and agility throughout the organisation.

Likewise it is imperative, that diversity is aligned to the strategic objectives of the organisation so that they support the attainment and embedment of these goals so that diversity becomes a way that we do things around here and to this end, the fabric of operations for the organisation.

At a systemic level, diversity must be present at all levels in the organisation.  That is, at an individual level where capability is retained and further developed and where employee contribution is valued and all are given an equal chance of progression; at a team level where opportunity for collaboration of provides opportunity for innovation and knowledge sharing; and at an organisational level through structures, systems and processes that support diversity and creates an organisational platforms for harnessing partnerships and strategic alliances. 

The outcomes of adopting such a process would be a return on investment meaning diversity contributing to the bottom line and measured by putting in place a diversity scorecard; a learning organisation where new ways of working and sharing knowledge and thinking is embraced and sustainable change across all three dimensions of diversity so diversity becomes part of the DNA of the organisation.


Leadership, Employees and Diversity (LEAD³) model
Three dimensional model of diversity


S Storey (©)

Encircling this model is the impact of diversity on a global leader’s performance.  How a leader effectively drives a diversity agenda forward in congruent to his/her level of leadership ability and skills. 

Leadership:
With the continued advancement of globalisation the myriad of complexities that global leaders have to deal with in the 21st century leadership has been extensively researched and discussed at length.  At the root of these complexities is the need to lead the organisation through and across diverse scenarios and complex landscapes.  According to Javidan, Dorfman, Howell and Hanges (2010) “It is the diversity of the targets of influence that signifies and distinguishes the task of global leaders.”

To this end, the researcher reviews two models of leadership that are best suited to equip leaders leveraging diversity as they utilise a multiple level approach that embraces a global perspective and best aligns with the LEAD³ model.  Two models that utilise this multiple-level approach are the Leaderplex Model (Hooijberg, Hunt, & Dodge, 1997) and the Strataplex Model (Mumford, Campion & Morgeson, 2007).  Rather than compartmentalise leadership into traits, behavioural styles, situations or relations (see Yammarino F. J. et al., 2005 for a comprehensive analysis of leadership theories) these models place emphasis on aspects and skills of the leader required to deal with a multi-faceted working environment.  Further, these two models take into account the concept of heterogeneity that requires leaders to cultivate a global mindset.  Gupta and Govindarajan (2002) define a global mindset as “one that combines an openness to and awareness of diversity across cultures and markets with a propensity and ability to synthesize across this diversity.”

Given the context of this paper a comprehensive review of these models is not possible. Suffice to say that the Leaderplex Model integrates behavioural complexity, cognitive capacity and social intelligence into a multi-level leaderplex theory that embraces a more holistic leadership perspective and equips leaders with a framework for managing diversity that takes into account the diverse nature of stakeholders that leaders have to engage with and looks at how leaders function effectively across a wide variety of situations and apply, cognitive, social and behavioural complexity/aspects in the pursuit of organisational effectiveness. 

The alignment between the Leaderplex Model and a leader’s ability to manage diversity is that it embraces a role-theory perspective and importantly it highlights the needs for leaders to have appropriate social knowledge and behavioural repertoires to function effectively with a demographically diverse employee population (Scandura and Lankau, 1996; Hooijberg and DiTomaso,1996) in the international arena (Hofstede, 1993; Thomas, 1996; and Adler, 1996), as well as, in the leadership of teams (Manz & Sims, 1987, 1991).  From a diverse employee perspective it is suggested that leaders need to be cognisant of how minority employees are introduced to and accepted by other employees (DeMatteo et al., 1996) as well as, an understanding of the differences between mixed-race groups and all-white groups (Cox et al., 1991).

In a similar vein, The Strataplex model focuses on the skills required of leaders in order to deal effectively with complex multifaceted landscapes and thus the focus is on the job of the leader and the skills it requires rather than on the characteristics of leaders.   To this extent Mumford et al., postulate four distinct categories of leadership skill requirements that emerge differentially across organisational levels.  These four categories of leadership skill sets are Cognitive skills, Interpersonal skills, Business skills and Strategic skills that leaders increasingly have to have in their repertoire in order to deal with a wide range of stakeholders and develop and build relationships with their people as they embrace diversity and navigate complex scenarios resulting from globalisation. 




RESEARCH DESIGN AND METHODOLOGY
Design
The underpinnings of my research deal with complex organisational phenomena and processes. In particular, within the context of diversity and global leadership how people interpret and attach meaning to this phenomena and associated processes and the meaning given to one person’s behaviour on another in this context. This embodies a phenomenological approach termed interpretivism which is a philosophy that is concerned with the question of how individuals make sense of the world around them.   As such, the chief ingredient of an interpretivist approach is on ‘understanding’ human behaviour rather than ‘explaining’ human behaviour (Cassell & Symon, 2004).

Embracing the interpretivist paradigm, my research follows an inductive approach whereby theory is the outcome of research.  That is, the process of induction provides an opportunity to explore issues in depth and in context thus enabling theory development to occur through the systematic piecing together of detailed evidence in order to generate hypotheses and build theories of broader interest.  Taking on board the interpretivists position and the inductive method my research study follows an exploratory multiple case study strategy employing grounded theory methodology.

Once more a review of these two methods is not appropriate within the context of this paper however, in support of these methods Hartley (1994) and Eisenhardt (1989) state that case study is a research strategy that allows both a focused understanding and a detailed investigation of the dynamics within an organisations with a view to providing analysis of the context and processes involved.  Hartley (2000) further suggests that ‘detailed case studies may be essential in cross-national comparative research, where an intimate understanding of what concepts mean to people, the meanings attached to particular behaviours and how behaviours are linked is essential.’

Similarly, Hussey & Hussey (1997) purport that the purpose of grounded theory is to build theory that is faithful to and which illuminates the area under investigation and that this is achieved by gaining access to how people interpret and attach meaning to their surroundings.  The process that grounded theory methodology follows (the collection of data that is then explored and analysed to see which themes or issues to follow up and concentrate on so as to generate a conceptual framework that alternates between inductive and deductive thought to guide subsequent work) is best suited to uncovering meaning in relation to case study strategy as the strategy is initially related to exploratory purpose. 

Methodology
Case Selection
This research has sought to produce a multifaceted picture that is not prisoner to one company, one sector, or one country culture. Thus the strategy in selecting companies to partake in the research involved identifying those that have operations on at least three continents and that each company operate in a different sector.  Having agreed to partake in the research, eight to twelve senior leaders per company were identified and interviewed.  The criteria for selecting senior leaders were that they are responsible for contributing to the strategic objectives of the organisation or, those leaders who managed significant/cross-border teams and had P/L responsibilities.  The leaders took part in a one-to-one in-depth semi-structured interview of duration of up to one and a half hours.  These interviews were conducted either face to face or by telephone.  With the permission of all interviewees the interviews were recorded and transcribed verbatim to allow subsequent analysis.

In-Depth semi structured interviews 
Kvale (1983) suggests that the purpose of a qualitative research interview “is to gather descriptions of the life-world of the interviewee with respect to interpretation of the meaning of the described phenomena”.  The in-depth semi-structured interview is a style of qualitative interviews which enables the researcher to explore themes that she wishes to explore by asking major questions the same way each time.  However its flexibility allows the researcher freedom to alter the sequence, to probe for more information, to investigate interesting unexpected issues and to adapt the questions in line with levels of comprehension and articulacy of the respondents.  Whilst allowing for flexibility, the nature of this style of interviewing also affords the researcher a degree of control. 

Key features of the interview design were open questions, critical incident technique and anonymity of individual responses.  Offering anonymity allowed interviewees to provide critical incidents around diversity which they had recently been directly or indirectly involved in.  This served not only to enliven and exemplify the research but also acted as a self-checking question to authenticate, as far as reasonably practicable, their contributions and understanding of the question and context.

Structured interview design
The structured interview comprised of three areas:

1. Global leadership attributes
The questions posed in this section sought to understand styles attributed to global leaders, drivers of a global leader’s performance and the underlying values of a global leader.

2. Diversity in the organisation
Questions in this section focused how leaders position diversity on their strategic agenda, how leaders recognise, assimilate and apply diversity knowledge in their organisations, and the benefits and outcomes they hope to derive as a result of driving forward a diversity agenda in their organisation.

3. Global organisational factors
Questions in this category sought to understand how countries adapt global strategies to local market needs, how open they are to being challenged by diverse thought and perspectives and consequently how apt they are with managing conflict, how they deal with cultures that have different cultural influences thus impacting on ways of working and values, collectiveness versus individualistic organisational cultures, compliance versus leverage and integration, and ultimate ambitions.

Data Analysis
Data analysis was an iterative process based on grounded theory (Strauss, 1987).  Discrete components of the data were analysed to understand the themes/issues/categories/dilemmas around particular events and were framed by the whole data set to see how the meaning fit with what was occurring in the larger context (Mischler, 1979). Based on emerging themes the interview was condensed as the researcher progressed from one company to another. 

PRELIMINARY FINDINGS
The research has early findings grouped around the following themes:  singular versus multiple diversity perspectives; leadership role and behaviours in creating and committing to diversity; individualistic versus collective cultures; globalisation; inclusivity and culture change; quantitative measures for diversity in relation to organisational performance; employees levels of resistance to integration and implementation of diversity initiatives.

Singular versus a three dimensional diversity perspective
Diversity strategies notoriously focus on singular threads within one dimension of diversity.  My research has backed this up.   For example, many organisations choose to focus on the need to increase the number of women promoted to senior management positions.  This is one thread within one dimension of my model and, to a large extent, is driven by a combination of compliance and enhancing company brand.  That is, the underlying rationale for this choice is that it is more about economic self-interest and not explicitly aligned to a strategic business objective.  It’s merely driven by societal pressure and/or a feeling that it is ‘the right thing to do’.  Were organisational leaders to view diversity from a multifaceted perspective then it is more likely for diversity to be embedded within organisational activities and thus inherently support and align with processes, structures and systems.  In this way the resulting benefits can be observed, realised and measured.

Leadership role and behaviours in creating and committing to diversity
Several studies (Laczniak and Lusch, 1997; Gupta and Govindarajan, 2002) agree that a global or executive mindset is prerequisite when driving through a diversity agenda in organisations and Todorova and Durisin (2007) contend that the cognitions of an organisation’s executives play a key role in judging the potential and thus value of new knowledge.  Additionally,
Kandola (2009) states that leaders are in a position to make a significant impact on what the organisation takes seriously “because how they behave, practice and integrate diversity will have an enormous impression on how believable diversity is in the organisation.”  

All of the above is borne out in my findings.  Where a senior leader has had a multitude of experiences of and exposure too different cultures and/or has an appetite for learning and therefore practices a high degree of openness then employees observe a high level of inclusivity and/or willingness to embrace diversity that is reflected in the organisations strategies, policies and employee make-up of the organisation.

The research has also found that the role of leadership in embedding diversity in an organisation is also correlated with the level of status attributed to the leader and this is dependent on country culture.  This cultural aspect correlates with Hofstede’s (1997, 2001) cultural dimension of power distance and can send out mixed messages with regard to how diversity manifests itself in organisation.  For instance, in some cultures the leader is often held in great esteem – akin to a good father and correspondingly will take on the role of benevolent decision maker.  In this environment the structure tends to be hierarchical in nature and therefore there exist a degree of inequality between the higher levels and the lower levels.  This ultimately impacts on the levels of cognitive and behavioural diversity encouraged in the organisation.  Even if at the lower level the employee has the opportunity to voice their opinions, they are not necessarily empowered to make, act on, or implement decisions without the authority and sanction of someone higher up in the organisation.  This has implications for how diversity is integrated in those cultures that manifest a large degree of power distance impacting on eradicating the degree of innovation in the organisation.

Lastly, how leaders employed their behavioural, cognitive, interpersonal and strategic capability was considered to be vital when gaining support for diversity programmes.  Linked to this, and from a resource viewpoint, the willingness of leaders to provide additional investment in relation to human, financial and technical resources for diversity largely correlated with employee’s perception of the leader’s commitment to diversity.

Individualistic versus collective cultures
My findings suggest that the culture of an organisations exemplified through its leadership style is strongly influenced by the culture of the country.  For example, Western cultures (North America, Europe) tend to operate from an individualistic platform – a tendency to look out for their own self interest and although there is a general move towards increased teamwork and cross-functional collaboration, merit and rewards still tend to be based on individual performance.  Even when there are KPIs for diversity they are still attributed on an individual basis.  On the other hand, countries in the East and other developing nations (Middle East, China, India, Africa, Latin America) tend to operate from a collective platform.  The focus is more on the collective performance – what can be referred to as the Ubuntu concept – We are people because of other people.  At this end of the scale ties between individuals are very tight and is often akin to a paternalistic society.  This correlates strongly with Hofstede (2001) findings in his analysis of individualism and collectivism dimension of culture whereby ‘collective societies call for greater emotional dependence of members on their organisations and the organisations in return assume a broad responsibility for their members’.  This results in the sharing of knowledge and collaboration across the organisation but a evident lack of empowerment still exists.  Collectivism fundamentally also underpins the way in which Eastern countries apply their M&A activities (Kumar, 2010).

However, this is finding is ultimately tempered by the global orientation and disposition of the leader.  If the senior leaders of the organisation have worked and lived in a variety of countries then there is a tendency to exhibit thought processes and behaviours that are more in tune with collectivism and again this magnifies the importance of the role of the leader in driving a diversity agenda.

Globalisation and diversity
The challenges presented by globalisation are particularly complex and relate to many aspects of organisational effectiveness and performance.  House et al., (2004) say that ‘leaders confront situations that are highly complex, constantly evolving and difficult to interpret’.  The findings suggest that although the presence of globalisation is keenly felt, the level of integration of diverse cultures and subsidiaries are at best tentative and the journey is just beginning.  Organisations are still in the throes of grappling with the impact of diversity on its performance and subsequently the relevant mechanisms that need to be in place in order to turn diversity into a competitive advantage are not always in place.

Inclusivity and culture change
Organisations implement diversity initiatives based on a combination of compliance, goodwill, strengthening the brand, and to achieve competitive advantage.  However, in the main the diversity strategy is not always extended to incorporate the concept of inclusivity whereby employees are included and engaged at all levels of the organisation.  The result of this is that senior leadership positions still tend to be filled by those most likely to fit in with the norm of the organisation.  More importantly, it is likely that the culture of the organisation has not adapted at the same pace as the diversity agenda and so there is an ultimate clash between diverse individuals and cultural fit once they enter the organisation.  This finding is apparent in most organisations in this study who typically will state that we encourage the recruitment of people from diverse backgrounds but they still need to fit into our culture.  In other words, if you ‘learn the rules of the game’ you will be embraced, if you do not fit you will not be recognised or rewarded.  This finding correlates with the concept of ‘micro-inequities’  (Rowe, 1990) that postulates that subtle forms of non verbal communication can unintentionally serve to undermine an individual’s performance and impact negatively on feeling included.

Quantitative measures for diversity in relation to organisational performance
In business, a strategic initiative must serve to impact on the bottom line in a profitable way.  In other words, there must be a return on investment to the organisation and its shareholders.  Because diversity can be at the best of times an intangible concept to digest as well as, a lengthy change process the outputs and measurements can take longer to be observed, felt and measured.  As such, leaders will often shy away from diversity because shareholders and stakeholders are unlikely to see an immediate return on investment either in the current financial year or for some years to come.   My findings suggest that there is a high level of concern in relation to measuring the outputs of a diversity programme.  At the simplest level, diversity is measured through recruitment and retention through talent management programmes and in some cases, by the development of innovative products however measurement of diversity remains an elusive process in relation to cognitive and particularly behavioural diversity.  Hubbard (2004) and Maltbia & Power (2009) have gone some way to addressing this through their diversity scorecard models. 

Further, if measurement is framed through a different lens then it is accepted that a more joined-up and collaborative organisation often correlates with satisfied employees which in turn equates with a more productive workforce that ultimately impacts on the bottom-line.  
This rationale concurs with Cleve Stevens (2010) who suggest “if they genuinely develop and grow their people...they will be more enthusiastic and more committed... and you will produce a better bottom line.” 

Employees levels of resistance to integration and implementation of diversity initiatives.
The findings show that employees’ reaction to diversity usually presents itself as a double-edge sword.  On the one hand there is recognition that embracing difference can lead to greater creativity.  However, for women and people of colour, promotion can often be tainted as it is viewed as an act of tokenism or as an attempt to achieve quotas rather than based on an individual’s level of competence and capability.  For White males, the fear of losing status or a feeling of redundancy is often an adverse reaction to diversity.  This results in an overriding effect of doom and gloom with diversity being viewed through negative lenses rather than through a positive lens of opportunity for learning, sharing and innovation.

A secondary finding is that in the countries of the East, diversity is not seen as an imperative because they view themselves as already diverse in terms of their cultural make-up.  Therefore they are less likely to include diversity within their strategic objectives and as part of organisational culture change.  Further, others view diversity as a risk that only the largest and most profitable companies can afford to take.

This findings correlate with how organisations present diversity – that is, from a singular initiative in a singular dimension.  Supporting this singular dimension, the research has found that most organisations diversity initiatives primarily centre on sensitivity training programmes.  That is programmes do not tend to focus on the cognitive and behavioural elements of organisational effectiveness and performance.

DISCUSSION, IMPLICATIONS, CONCLUSION
Discussion
The value of the research is that it provides leaders of global organisations with a framework that positions diversity and leadership in a three dimensional perspective which allows diversity to be aligned to key elements of organisation and leadership performance.  As such, diversity becomes firmly rooted and embedded in the organisation, subsequently helping the company to operating more effectively on a global platform.

Firstly, by broadening the scope and definition of diversity leaders are better placed to breakdown the abstract concept of diversity by positioning and mapping diversity to organisational objectives, activities and learning.  Thus, the emphasis moves from a focus on demographics to a focus on action and learning.  This facilitates buy-in and commitment from all employees by making the strategic story for diversity real and establishing a compelling organisational and personal rationale for leveraging diversity.

Secondly, it enables employees to understand and recognise the diverse aspects of a global leader’s role and how diversity underpins the competencies that global leaders of the future need to develop.  A leader is not solely judged on whether they are charismatic or transformational or on traits or specific situations but on how imperative aspects and skills within the behavioural, social,, cognitive, business and strategic domain helps the leader to manoeuvre this new complex environments, as well as appreciate and respect the value of differences to orchestrate effective interactions. 

Implications
Implications for this research centre around methodology and to findings.  Qualitative research is subject to challenge on a number of fronts with regard to data generation, reliability and validity.  

Also, although the research findings evidenced that framing diversity and leadership from a multiple perspective was both cohesive and advantageous on numerous fronts the implication for organisations is that if they are not already following this path the journey may seem daunting and time consuming thus they may revert to the fall-back position of implementing a singular perspective within a singular dimension.

Conclusion
The findings in this paper provide global leaders food for thought.  For instance, from a Western perspective, leaders may need to be more poised to embrace the notion of ‘collectiveness’.  This has implications with regard to Merger & Acquisition processes and ‘organisational cultural fit’.  From an Eastern perspective, leaders need to acknowledge that diversity exits in organisations and that by accommodating the articulation of different opinions and perspectives may facilitate increase competitive advantage on a global scale and maximise their employees’ capability.

Leaders will need to demonstrate strategic awareness of what ‘managing the future’ land thus become more apt at leveraging their cognitive, behavioural, social, strategic and business skills when navigating through a diverse environment based on a foundation of inclusivity, collaboration and strategic alignment. 
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