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We are seeing a new leadership
model, which I have termed as the
Glocalised Leadership Model,
emerging in the business world. It
amalgamates local culture,
organizational culture, and customer
culture to give rise to powerful,
visionary, and transformational
leaders.

Glocalised Leadership

Today’s organizations are increasingly becoming global. This
is giving rise to globalized delivery models, unpredictable
growth, volatile work environments, and constant flux. Add to
this the inflow of disruptive technologies and changing
customer demands that alter the business equations quite
frequently.

All this is putting pressure on the leaders to perform in a
global as well as local setting and successfully meet the
overall demands of the organization while operating within
the bounds of local cultures, regional thought processes,
organizational goals, industry best practices, and above all,
the customer needs.
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9/10
global HR and

business leaders
cited leadership as

a top issue.

A new leadership model, termed
as Glocalised Leadership, is
emerging in the business world.

of companies feel fully
ready to address their

leadership issues. 6%
10%
feel comfortable

with their
succession
program.

7%
have strong

programs to build
Millennial leaders.

87%
of organizations cite

culture and engagement
as one of their top

challenges.

Source: Human Capital Trends 2015, Deloitte
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“A generic leadership model will not suffice anymore. Businesses need to understand that
leadership should be flexible and be completely based on the context in which it operates.”



Leadership Challenges

Today’s leaders have to effectively
mix the following three cognitive
capabilities to be more effective in the
global world.

The life of modernday leaders is more demanding than ever. Inside their
organizations, they need to motivate a diverse group of women and men, work
across organizational boundaries, improve efficiency, and achieve growth.
Externally, they face a complex and globalized environment. They have to manage
the requirements of the government, keep ahead of competitors, and exceed the
expectations of other stakeholders. 
And within this global environment, there are many cultural considerations
leaders must navigate to be effective. They must work across cultural boundaries
and alongside others who, at times, are very different from them and have
different ways of getting work done.

Lead by managing
diversity using

Emotional
Quotient

(EQ)

Lead by  managing
complexity using

Intelligence
Quotient

(IQ)

Lead by managing
uncertainty using
Spiritual Quotient

(SQ)
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Where are the leaders
struggling?

37%
leading across
countries and

cultures.

39%
intercultural

communication
within international

business
environments. 

45%
integrating oneself

into intercultural or
foreign

environments.

T h e  l e a s t
e f f e c t i v e

l e a d e r s h i p
s k i l l s  a r e  >

Source: DDI World Report 5

*Percentage of leaders who

consider themselves highly

effective.



Leadership: A Global Context
Leadership cannot be looked in isolation; there are certain
leadership traits which are universal but context plays an
important role. So, the best and most effective way would be
to build a hybrid leadership model. And that model would
comprise of universal traits of leadership and traits
demanded by context.

The Influencing
Factors For Leadership
In A Global Context

Local
CULTURE

Customer
CULTURE

Organization
CULTURE
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Local Culture
Culture plays a vital role in defining and helping the
leadership to deliver the desired results. If we study the
differences between the cultures in the Eastern and Western
worlds, we come across a range of dissimilarities. Just like
culture impacts the leadership styles, it also has a great
impact on the way customers think, behave, and act.

Due to global nature of the organizations, the leadership
styles are being determined by the West. They decide the
styles based on “what works” (in the Western context). But,
those styles are being implemented in the emerging markets
of the Eastern world, like the APAC region. The context is
changed. And this gap, at times, leads to leadership failure.
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Importance of Varied Culture
One of the important factors that can help us in building
effective leadership is deep understanding of cultures.

The Lewis Model is a good first step to get a better perspective
about various cultures. The model explains every culture in
the world with great accuracy.

The Lewis Model
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The Lewis Cultural model stratifies the entire
globe into three categories >

They plan, schedule,
organize, pursue action
chains, use data, do one

thing at a time.
e.g., Swiss, Germans

Task Oriented

Linear-Active

They are talkative,
dialogueoriented and
can do many things at

once.
e.g., Italians, Latin
Americans, Arabs

People Oriented

Multi-Active

They prioritize courtesy
and respect, listening

quietly and calmly and
reacting carefully to the

other side's proposals.
e.g., Chinese, Japanese

Listening Oriented

Reactive

8A

According to
Richard Lewis,
the behavior of
people from
different
cultures does
not change
much over time
and hence their
reactions to
various
situations can be
predicted and
managed
accordingly.

1

2
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Impact of Cultural Context
on Leadership Styles
Leaders have their own thoughtprocess, which has a strong
connection with the cultural background they come from.
People who are led by these leaders, in turn, have their own
ways of thinking and perspectives which are rooted deeply in
their own cultural backgrounds.
If we go further in the cultural context based on The Lewis
Model, we would find that what matters is not the intent but
the behavioral manifestation of intent.

For instance, let’s consider that LinearActive leaders have an
expectation of work being done by MultiActive team
members. Although the end result or intent for both would be
the same (that is to achieve the organizational goal); the
language which LinearActive leader will speak would be
taskoriented, and the language which MultiActive
resources will speak would be peopleoriented.
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Knowledge about the cultural context will surely help global
leaders as they may be facing multiple cultures at the same
time.

A typical example to elaborate this point can be taken from IT
industry.

American
Customer

European
Headquarters

Indian
Delivery Arm

For leaders to become truly GLOCAL
they must understand the intent
behind the behavioral manifestation
of the region they are collaborating
with.
And as leaders, if they are able to
connect to the intent, then they
would be able to understand and
respond in a more relevant and
connected way.
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Vikram Pandey
Vice President  Software Development

AMDOCS

“In today’s contextual world you cannot have
generic global leadership models.

During product development, you create the
prototype for the emerging markets. While
the leadership is simply implanted from West
to East. It cannot work that way; leadership
models need to be reworked by connecting

the contextual framework.”
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Organizational Culture
Haven’t we heard the phrase quite often:

“This is the way things work around here”

This phrase defines an organization’s culture very clearly
and it is something that’s very hard to change. In an
organizational setup there are three important factors that
have a big impact on the leadership style >

Organizational culture has been formally defined as:

“A pattern of shared basic assumptions that the group
learned as it solved its problems of external adaptation and
internal integration that has worked well enough to be
considered valid and, therefore, to be taught to new
members as the correct way you perceive, think, and feel in
relation to those problems.”

Practices

Values

Norms
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Impact of Organizational
Culture on Leadership Style

Organizational culture has an impact on leadership style and
“what works” leadership model. Each organization has a
certain set of values, practices and norms that they are
comfortable with and find effective in their industry.

These parameters define the organization and make it
unique and hence they determine how leaders should
function in that organization, as, after all, the whole objective
of effective leadership is to achieve organizational goals.
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Impact of Industry on
Leadership Style

Different industries demand varied styles to achieve the
business results. If we look at manufacturing industry, the
expectations are different. Long drawn process, detailed
steps, quality assessments, and the precise way in which the
business model operates are some of the elements of
manufacturing industry. These key elements which are core
to the business play a vital role in the way leadership is
decided to be effective. And so, for instance, disruption as a
leadership style may not bring as impactful results in
manufacturing as it might in the hitech industry.
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Leadership Based On
Organizational Culture

Although the leadership style
followed by a leader would be
based on the industry or
organization they are in, they
have the power to change the
organizational culture to some
extent with their visionary
leadership skills and the
persuasiveness to mobilize
attention towards a new
vision. But on the other hand,
sometimes even the most
extraordinary leaders cannot
achieve much if the culture
doesn’t allow them to
influence people to work
towards a common goal. 
Hence, leadership style must
be adjusted according to the
situation to ensure
organizational effectiveness.
Transformational leaders help
in shaping and maintaining
the desired organizational
culture which has a definite
link to organizational
effectiveness.
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Dr. Sanjay Muthal
Executive Director

RGF Management Search

“Having worked for 30 + years across
industries in global and local organizations,

what I have realized is that each
organization has its own DNA and a way of

working.

Success of leadership is determined by
matching of leadership skil ls with the

organizational culture.”
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Customer's Culture

“Customer is King” 

The statement has many
dimensions to it.
Customers play a very
important role in
determining the
organizational culture, and
consequently the leadership
style as well.

Customers are always sacrosanct in organizations as they are
ultimately the ones who drive the bottom line. When
something becomes sacrosanct in an organization it starts
driving behavior in order to meet the needs.

When we look at various case studies where companies have customers from a
particular region we see that there is a significant impact on the organizational
culture and the leadership styles as they strive to match the expectations of those
customers. This makes that organization quite different from the peers in the
same industry and it becomes evident that it is the customer who is steering the
leadership style.

If we observe the firms in the information technology industry, we realize that the
customers they serve have a huge impact on their working style. In fact, we even
see various forms of leadership styles being followed in the same organization
where leaders of the teams serving different customers or countries have tweaked
the way they lead and motivate their teams. 
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Dr. Ora Setter
Tel Aviv University |  Israel

"Crosscultural differences are deep
and subtle.

To be effective  in the glocal world,
two  skil ls all leaders need are:
listening very carefully and

respectfully to what emerges in each
of different cultures, and the abil ity to
change their behavior accordingly
while stil l  holding to their vision."
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Why Do We Need A New
Leadership Model?

Our business realities are changing today. World is becoming a
global village and the untouched markets in the world are ready to
play a major role in the growth. With this shift in growth, applying
the leadership models of the West for the rest of the world and
ignoring the subculture of region will lead to ambiguity and loss of
leadership effectiveness.

A report by McKinsey on shift in growth by 2025 is a clear
indication of this fact:

19Source: McKinsey Global Institute Company
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With saturation of business in developed economies there is shift happening
in the economic growth of the world, and emerging or developing economies
are playing a major role in driving this change.

This economic shift will increase the demand of capable global leaders with
local contextual understanding. But most organizations today tend to ignore
this and use only one global way of “what works” leadership model. This is
leading to a shortage of effective leaders in the emerging world. As a result, we
decide the parameters of success based on the developed economies context.
Just to give an example here, a research was conducted by Center for Creative
Leadership (CCL) on APAC leadership. In this research bosses of 1,818 leaders
in the APAC region were asked to indicate the eight most critical competencies
for organizational success and CCL reported on the five most frequently
identified competencies:

And further research by CCL on the topic
gave the following insights:
• Leaders in APAC are very good on
competencies critical for meeting job
challenges.
• Leaders in APAC are not so good on
competencies required for leading people.

The determination of conclusion was based
on what is working somewhere else and
completely ignoring the contextual part
based on local and customer culture.

In a glocalised world, competencies
cannot be standardized across the globe.
We need to add the element of context,
which includes: local culture,
organization culture and customer
culture, to determine the standards of
effective leadership. 
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Glocalised Leadership Model

In the current scenario, the leadership style which
has worked in the developed western nations is
accepted as a norm for leadership development in
the emerging nations. But this approach is not
effective and will slowly diminish the quality of
leadership.

The Way Forward

Today’s
leaders have

to think
global but

act local!

The Need
In today’s world when we are
talking about prototyping a
product before launching it
in a specific market, why do
we tend to forget the
contextual realities for
leadership effectiveness and
have generic leadership
models across the globe?

Just like Glocalized products, there
is a need to create Glocalized
leadership models.

Glocal Leadership Model tries to
determine leadership effectiveness
by taking into consideration
contextual realities suiting the local
market and business environment. 

GLOCALISATION

“The creation of products or services
intended for the global market, but
customized to suit the local
cultures.”
 Robertson, 1995:28 (Wordspy)
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The current leadership styles are more dependent on customer

cultures or organizational cultures. An ideal gap analysis model looks

like this:



Custo
m

er Context

O
rg

an
iz

at
io

n
al

 C
on

te
xt

Cultural Context

A hybrid leadership model that gives equal weightage to universal
leadership traits and the context based traits.

If we keep the leadership competencies
constant, the influencing factors like industry
and region will determine the threshold for
successful operation of a leadership style –
and that threshold cannot be constant
globally.

When we operate in different geographies,
different customers and different industries,
the effectiveness of the leadership model
varies. Let us take an example: if the customer
is based out of Asia, the precision with which
the process is followed gets diluted by the
relationship between the customer and
service provider.
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Likewise, if the organization’s culture
demands aggression, leaders may not be able
to be effective even if they have best of all
competencies but are unable to express the
explicit behavior of aggression. This element
of organizational culture will be pivotal in
determining the threshold of leadership
effectiveness.

We can drive a conclusion that leadership
style must give equal weightage to the
cultural, organizational, and customer
contexts and only this can propel us into an
era of effective Glocalised Leadership.

The Glocalised Leadership
Model



• Define your leadership standards as per your contextual
reality of local regional culture, customer culture and the
overarching organizational culture.

• Do not implant the leaders from the West to the East.
There is a need to build local leadership as the local
leaders are strong in the culture of their regions and also
know the customer culture well in case of local
customers.

• Bridge the gap in organizational culture for the local
leaders by mentoring them with senior professionals
from headquarters and shadowing them as well.

• To define the Glocal leadership standards we need to
move to the prototyping concept in leadership as we do
for products before we launch them in emerging
markets.

Recommendations
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