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Abstract
Purpose – The purpose of this paper is to develop a reliable and valid field survey research instrument to
assess national cultural cognitive templates of preferred leader behaviour dimensions to facilitate education,
development, and training of managerial leaders operating across diverse organisations.
Design/methodology/approach – The study consists of focus group evaluations of the validity
and the translations to local languages of a survey instrument assessing leader behaviour preferences in
business organisations.
Findings – The studies find that the survey instrument and its translations are valid and reliable for
assessing preferred leader behaviour across national cultures. The length of the survey is problematic, and a
new project is underway to produce a shorter version with equivalent reliability and validity.
Research limitations/implications – As the research project is long term, at this point, a relatively long
survey is available for research, with a shorter version planned for the future.
Practical implications – Practical implications include producing and validating a field survey research
instrument that is reliable and valid across cultures and languages, and can be employed to improve the
understanding, development, and education of managers and leaders of international business organisations.
Social implications – Management and leadership processes are employed in all aspects of life, and can be
better understood and improved through this research project.
Originality/value – The majority of cross-cultural research is leader-centric studies of implicit leader
characteristics; this project expands the scope of studies further into follower-centric studies of observed
leader behaviour.
Keywords Cross-cultural management, Leadership development, Measurement, International business
Paper type Research paper
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1. Introduction
Cross-cultural leadership research has long recognised the importance of understanding
cultural differences in the leadership process (Mustafa and Lines, 2016). Hofstede (1980), House
et al. (2004), and Littrell (2013) are among the researchers who have found strong connection
between leadership dimensions and societal norms and values. The findings of many empirical
studies, for example, House et al. (2013) and (Dorfman et al., 2010), find that members of a
society develop a cognitive template of preferred leader traits and behaviours, and that leaders
tend to behave in a manner that is consistent with the expectations of their respective societies.
Therefore, the research findings from the literature lend credence to the culture-specific view of
leadership by showing culture as a causal variable affecting the level of leader behaviours and
its role as a moderator of leadership effects (Elenkov and Manev, 2005).
This research project is designed to take an English-language version of an existing
reliable and valid survey of preferred leader behaviour dimensions, and produce comparable
versions in the primary and official language of ten countries. The aims are determining if the
dimensions represent common preferred leader behaviours in a country, if the dimensions
defined by the survey items are common, representative leader behaviours in the country, and
if the item translations are judged by focus group participants to sufficiently and accurately
represent the meanings of the English version. This project is developed by the Centre for
Cross Cultural Comparisons consortium (www.crossculturalcentre.homestead.com). In all
studies, a local country research manager is involved, indicated by the author list. In all cases,
the collaborators were familiar with the academic research literature relating to their country,
and participated in the literature review.
Our studies add to the management literature by advancing the development of
measurement of dimensions of explicit preferred leader behaviour for employed
businesspeople across cultures. We provide empirical data and analyses to establish the
universality or specificity of theoretical constructs and findings in the study of leader
behaviour, as we expand the scope of such studies into follower-centric studies of
leadership. The validity of hypothetical constructs is investigated and discussed to
determine functionally equivalent constructs across cultures. The interpretation of the
results of our studies can provide guidance for practices facilitating managerial leadership
across societal cultures. Littrell (2013) describes the overarching project and provides results
of data collection and analyses employing the survey analysed in this study.
2. Literature review
Employing cross-cultural studies for validation of theories, theoretical constructs, and
instruments to assess theories has a long history (e.g. Cretchley et al., 2010; Hui and Triandis,
1985; Keller and Greenfield, 2000; Schwartz et al., 2001). Elder (1976) proposed cross-cultural
research for the generalisation of findings and constructs across cultures, or better, following
Popper (1959), to determine if a theory or behavioural law may be culture-specific. Triandis
et al. (1973) proposed reasons for conducting cross-cultural research being to check the
generality of behavioural laws; to increase the range of our observations on variables of
interest; to determine the variations found in subjective culture variables in different settings;
to take advantage of natural experiments involving combinations of variables (conditions)
that cannot be obtained in the laboratory; to study the manifestation of psychological
variables in different cultural contexts; and to study cultures for their own sake. Poortinga
(1975) further indicated that such research can serendipitously lead to a better insight into the
communalities and specificities of behaviour in business in different cultural settings, and
validate any universality of behavioural laws and concepts across cultures ( for further
support of such research, see Knodel (1995) and Bickman and Rog (2008, pp. 589-616)).
Adler and Gundersen (2008) pointed out that in periods of great change (which seem to be
continuous so far in the twenty-first century), only those international business leaders and
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managers who understand the myriad and changes driven by international differences
survive. O’Connell (2014) argued further that excellence in shared leadership will require both
follower and leader skills across boundaries will be important in an increasingly complex
twenty-first century. According to Uhl-Bien et al. (2014), there is no leadership without
followership, and further attention needs to be given to the role of followership in the
leadership process. Her study identifies two theoretical streams in the followership literature:
a role-based approach, reversing the lens between leadership and followership, and a
constructionist-based approach whereby followers are co-constructors of leadership and its
outcomes. Uhl-Bien et al. (2014) emphasised that the significance of followership is related to
the assumption that understanding leadership is incomplete without understanding
followership behaviour. There is a significant research needed to identify followership
constructs to be included in the framework leadership process.
Two threads of research since the mid-1990s focus on explicit theories of leadership
(ELTs) and implicit theories of leadership (ILTs). From a lexical perspective, implicit
refers to a thing capable of being understood through knowledge of something else.
Explicit refers to something fully revealed or expressed without vagueness, implication,
or ambiguity, leaving no question as to meaning or intent. Hence, the study of leadership
will obviously benefit from greater emphasis on ELTs and a better understanding of
preferred managerial leader behaviour. In our article we focus on ELTs (explicit theories
of leadership). A major contribution of this present project has been the development of
testing of an operationalization of a model of an explicit theory of leadership using an
extension of the LBDQXII. Indeed, this supports the claim by O’Connell (2014)
that excellence in leadership seeks alignment in expectations of leaders, followers, and the
common goals they want to achieve.
The implicit/explicit approach is derived from the leadership-categorisation theory
(Lord and Maher, 1991), which suggests that a person is more likely to be accepted as a
leader if the person who is evaluating sees a good fit between a leader’s expected and actual
behaviour. The better the fit between the leader’s behaviour and the cultural explicit leader
behaviour template, the more influential the leader can be. Researchers have specified that
implicit leader theory can be shaped by the societal culture in which the leader operates
(Ayman and Chemers, 1983). The approach of our global leadership and values project has
been defining explicit leader behaviour prototypes within cultures, and comparing the
prototypes across cultures.
2.1 The leader behaviour description questionnaire XII survey instrument
Evaluations of leadership may be obtained by means of various trait rating surveys. A less
common procedure is the measurement of a group’s beliefs about descriptions of its leader’s
explicit behaviour. Hemphill and Coons (1950) originally devised a survey for this purpose,
the leader behaviour description questionnaire, assessing two dimensions of leader
behaviour, consideration and task structuring. Kerr et al. (1974) found additional variables
that significantly moderated relationships between leader behaviour predictors and
satisfaction and performance criteria. These were: subordinate need for information,
job level, subordinate expectations of leader behaviour, perceived organisational
independence, leader’s similarity of attitudes and behaviour to managerial style of higher
management, leader upward influence, and characteristics of the task (including pressure to
accomplish the task and provision of intrinsic satisfaction). Stogdill (1963) developed an
assessment of 12 leader behaviour dimensions with the LBDQXII. A brief review of the
research and development of leader behaviour survey instruments leading to and including
the LBDQXII is available in Schriesheim and Bird (1979). The development of the LBDQXII
was the result of an extensive programme of research in the USA identifying dimensions of
leader behaviour across different types of organisations. Stogdill (1965) reported that

Explicit
preferred
leader
behaviours
245

JMD
37,3

Downloaded by National Research University Higher School of Economics At 11:08 21 April 2018 (PT)

246

reliabilities of measures of the dimensions of initiating structure, consideration, and
hierarchical influence consistently fall in the range of Cronbach’s α ¼ 0.80 and above for
several different populations including US senators, company presidents, middle managers,
military officers, and state police officers. These data reported by Stogdill attest to the
internal consistency of the leader behaviour scales in the USA. Halpin (1957) showed the
LBDQ to have concurrent criterion validity, and an experiment reported by Stogdill (1969),
conducted under well-controlled laboratory conditions resulted in clear experimental
criterion validation of the Ohio State scales. The LBDQXII consists of 100 items with
Likert-type response categories designed to describe typical behaviours of leaders.
These 100 items were factor analysed to construct 12 dimensions of leader behaviour
(see Littrell (2010, 2013) for a copies of these items).
2.2 Components of leadership theories
While the LBDQXII can provide a 360° assessment of leader behaviour, our studies focus on
followership and fill a follower-centric gap in the list from Bass and Bass (2008, pp. 15-23),
who list components of what needs to be in a comprehensive definition of leadership.
We have cross-referenced the list to the LBDQXII dimensions, the most psychometrically
sound version of the Ohio State leadership scales (Schriesheim and Bird, 1979; Schriesheim
and Kerr, 1977). The LBDQXII asks respondents to describe the behaviour of a person in a
managerial leader, leadership, or supervisory position towards the work group or unit,
usually groups of which the subjects are a member (Stogdill, 1965). Most approaches to the
study of leadership are leader-centric and define implicit characteristics.
Stogdill’s contingency approach is Followercentric and defines explicit leader
behaviours. The vagaries in correspondence in Table I reflect this dichotomy.
Following the prescriptions of Cronbach and Meehl (1955), prior to the study described,
Littrell (2002) reviewed the construct, content, and criterion literature relating to the
LBDQXII. An extensive meta-analysis of the survey instruments developed by the Ohio
State studies was carried out by Judge et al. (2004). These authors found that all the survey
instruments had significant predictive validity for leader success, and they found the
LBDQXII to have the highest validities averaged across the overarching dimensions of
consideration and initiating structure of their exhaustive array of studies reviewed. Earlier,
Vecchio (1987) also found the psychometric qualities of the LBDQXII, i.e. its reliability and
construct validity, to have received considerable attention and that it was a widely accepted
index of leader behaviour.
When estimating a follower’s preferred leadership style, the following elements of
leadership are measured and compared across cultures by applying the LBDQXII:
representation measures a follower’s preference for a manager who speaks clearly as the
representative of the group. Demand reconciliation reflects a follower’s preference for a
manager who explicitly reconciles conflicting demands and reduces disorder to the system.
Tolerance of uncertainty measures a follower’s preference for a manager who is able to
tolerate uncertainty and postponement without anxiety or getting upset. Persuasiveness
measures to what extent a follower prefers a manager who uses persuasion and argument
effectively, and exhibits strong convictions. Initiation of structure measures to what degree
a follower prefers a manager who clearly defines his or her own role, and lets followers
know what is expected. Tolerance of freedom reflects to what extent a follower prefers a
manager who allows followers scope for initiative, decision, and action. Role assumption
measures to what degree a follower prefers a manager who actively exercises the leadership
role rather than surrendering leadership to others. Consideration depicts to what extent a
follower prefers a manager who regards the comfort, well-being, status, and contributions of
followers. Production emphasis measures to what degree a follower prefers a manager who
applies pressure for productive output. Predictive accuracy measures to what extent a

Focus groups

The survey was first translated from English to Putonghua-based Chinese
characters by a local Chinese English teacher in Zhengzhou City, Henan
Province, the back-translated by a US American fluent in Cantonese and
Mandarin who had lived in Taiwan and Hong Kong for several decades, and
was an engineering consultant in Mainland China. Thereafter, a group of 10
academics and students from Singapore, Hong Kong, and Taiwan revised the
translation to make it as location-neutral as was feasible. The focus groups
consisted of two groups each of 12 hotel industry supervisors, one EnglishPutonghua bilingual and one Putonghua-only speaker with an interpreter
Romania In Cluj, Romania, a focus group of ten bilingual university postgraduate
students with a bilingual interpreter
Ghana
In Accra, Ghana, a group of twelve businesspeople discussed the survey in
English after completing it in English and reviewing their dimension scores.
The group indicated the survey measured leader behaviour common in
their country
Iceland
The translated version of the questionnaire was emailed to six Icelandic native
speakers. They were asked to answer the questionnaires and be prepared to
give their general impression of it, mark specific questions they had difficulty in
understanding, and provide other comments that could help researchers to
improve the instrument. Then, the group met at an agreed place and time to
discuss the questionnaire. After providing the feedback, the English version of
the questionnaire was presented, to help improve the items in question.
Subsequently, one more focus group with six participants was organised. This
group received the same version of the questionnaire and group process as the
first group. Corrections were applied to translated versions according to the
feedback received during focus group discussions. Then, the improved versions
of the questionnaires were sent to linguists for comments regarding style and
grammar. The last phase of questionnaire preparation included input from five
academics from business studies, who provided feedback regarding the text of
the questionnaire
Iran
The local researcher assembled a group of ten experts in various fields of
management, economics, sociology, and psychology, who discussed the survey

China

Country

(continued )

A: some participants mentioned that the survey is to long (too many items);
many items indicate obviously highly desirable leader behaviours, and this
could obscure differences amongst respondents from different job types and

The focus groups in Iceland indicated that the survey items and dimensions
were common, and representative leader behaviours in that country, and the
Icelandic translation accurately represented the English version
Iceland is an ethnically homogeneous country; in discussions of the
demographic data sheets, the focus group members noted that the item
requesting ethnic group identification should not be included. (Authors’
note: The majority of the study authors believe the ethnicity item should be
retained, as there are, in fact, relatively large groups of emigrant workers in
the country; additionally, proof of the relevance of the item can only be
obtained by data collection and analysis.)

A – several suggestions for improving the Romanian translation were made
and implemented prior to large-scale data collection in the country
A

A

Results
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Table I.
Details of focus
group studies

Table I.
industries. Many of the items obviously indicate ideal behaviour. Many of
the items are similar. Participants in the focus group stated that due to the
similarity of some items, the number of items can be reduced with little or no
effect on construct validity
The focus groups in Lithuania indicated that the survey items and
dimensions were common and representative leader, behaviours in that
country, and the Lithuanian translation accurately represented the English
version
The focus groups indicated that ethnicity and ethnic group were not the
terms widely used in Lithuania, but that the term nationality is generally
used as a designation of ethnicity, often associated with first language
spoken

in Persian after completing it. (additionally, they compared two versions of
questionnaire: English and Persian)

(continued )

The feedback showed consensus that this was an important research topic
in a global business setting and was interesting to answer. In a Norwegian
context, it is mostly usual to use a Likert scale with 1 ¼ totally agree and
5 ¼ totally disagree. The style of response options in the LBDQXII deviated
from this tradition usually used in Norwegian surveys. Consequently, an
amendment was made to the visual graphics of the final online survey to
ensure greater clarity of the introductory information text and the ABCDE
response options

Results

Focus groups

248

Lithuania The Lithuanian version of the questionnaire was sent to six Lithuanian native
speakers. They were asked to answer the questionnaires and be prepared to
give their general impression of it, mark specific questions they had difficulty in
understanding, and provide other comments that could help researchers to
improve the instrument. The group then met at an agreed place and time to
discuss the questionnaire. In the focus group meetings, participants were asked
to provide feedback. After providing the feedback, the English version of the
questionnaire was presented, to help improve the translation of the items in
question. Subsequently, one more focus group was organised with 5 Lithuanian
native speakers. Corrections were applied to translated versions according to
the feedback received during focus group discussions. Then, the improved
versions of the questionnaires were sent to linguists for comments regarding
style and grammar for final revision prior to use
Norway The survey items were translated into Norwegian Bokmål since it is the main
written language used by the majority of the population in Norway. A pilot
study of the LBDQXII was carried out using stratified convenience sampling.
The respondents were Norwegian middle managers, working in Norway.
Respondents were emailed the questionnaire. Participants were then invited to
take part in a focus group and provide feedback on their experience of taking
part in the survey. Feedback showed consensus that this was an important
research topic in a global business setting and was interesting to answer. In a
Norwegian context, it is mostly usual to use a Likert scale with 1 ¼ totally agree
and 5 ¼ totally disagree. The style of response options in the LBDQXII deviated
from this tradition usually used in Norwegian surveys. Consequently, an
amendment was made to the visual graphics of the final online survey to
ensure greater clarity of the introductory information text and the ABCDE
response options

Country
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Results

English-to-Russian translations were prepared by bilingual university
The focus group arrived at a Russian language version of the questionnaire
professors whose native language was Russian. Then, a focus group consisting that they thought matched the original English-language version in the most
of seven university professors and Master’s Degree students analysed different precise manner
translation versions to check for theoretical correspondence of each item to the
intended meaning of the item. In an iterative fashion, requiring several inperson and e-mail communications
Syria
A bilingual university professor translated the survey from English to Arabic, The results of the focus group discussions indicated that regarding the
and a bilingual Arabic-English colleague translated it back to English. Two demographic section of the questionnaire, certain questions relating to
focus group discussions were conducted in Damascus, Syria, to examine and religion and ethnicity required modification of wording. Ethnicity is not a
validate the translation of the questionnaire. The first focus group consisted of common designation of an individual in Syria. Some changes were made to
4 individuals, 2 males, 2 females from the telecommunication industry. The
the questionnaire translation to ensure the clarity of questions. All
second focus group consisted of 6 female participants working at the human participants indicated the survey described leader behaviour common in
resources department at a private higher education institution in Syria. The their country
survey questionnaire was provided in standard Arabic
Turkey The English version of the LBDQXII was initially translated to Turkish in a A
double-blind, back-translated process by several bilingual native-Turkish
speakers at xx University xx, and the composite of the translation verified by a
bilingual native-Turkish speaker. The translation has been verified and
modified slightly after review by academics in teams managed by the Izmir
University of Economics and Marmara University in Istanbul
Notes: Results category A: group(s) indicated that the items of the LBDQXII were related to leader behaviour and described behaviour that was common in their
organisations in their home country: Lithuania was a long-term member of the USSR. In discussions in Zamyatin (2015), we see conceptual usage in Russia equating
intra-country/union/commonwealth nationalities with the social science concept of ethnic group. The usage in Russia defines ethnic minorities by their particular first
language. According to Russia’s Constitution of 12 December 1993 (Zamyatin, 2015), the country’s multinational people is the bearer of sovereignty and the only source of
power (Article 3); Russian is a state language across the whole territory of Russia and Russia’s constituent republics have the right to establish their own state languages
(Article 68.2). Today, since amendments to constitutions have marked a policy shift towards recentralization and construction of a “power vertical”, the republics retained
only two additional rights over other units of the federation: the right to have their own constitutions and the right to designate their state languages. The republics and
the titular languages coincide and are based on the principle of territoriality, and a non-Russian first language defines non-Russian ethnicity, and languages are
associated with nationalities, which are in reality ethnicities: Turkish academics involved in the translation project and their affiliation at the time of publication of study
results are: E. Serra Yurtkoru, Social Sciences Institute, Marmara University, Istanbul, Turkey; Handan Kepir Sinangil, Department of Psychology, Marmara University,
Istanbul, Turkey; Beril Durmus, Faculty of Economics and Administrative Sciences, Marmara University, Istanbul, Turkey; Alev Katrinli, Department of Business
Administration, Istanbul Aydın University, Istanbul, Turkey; Remziye Gulem Atabay, Faculty of Economics and Administrative Sciences, Izmir University of
Economics, Izmir, Turkey; Gonca Günay, Department of Business Administration, Istanbul Aydın University, Istanbul, Turkey, and Burcu Güneri Cangarli, Faculty of
Economics and Administrative Sciences, Izmir University of Economics, Izmir, Turkey. See Littrell et al. (2013)

Russia

Country
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follower prefers a manager who exhibits foresight and ability to predict outcomes
accurately. Integration measures to what degree a follower prefers a manager who
maintains a closely-knit organisation, and resolves inter-member conflicts. Lastly, superior
orientation measures to what extent a follow prefers a manager who maintains cordial
relations with superiors, has influence with them, and is striving for higher status. For more
details of the 12 factors and all measurement items, please see Littrell (2010).
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3. Method
When initiating this project, we solicited volunteers from the consortium who were located
in countries yielding a cross-section of ten diverse languages, with the group of researchers
authoring this paper following this project till completion.
The first task in our project was the translation of the data collection instrument into the
ten local languages of the societies in our study. The countries were not selected as
representative of their regions or continents, but as having different local languages, with
researchers in China, Ghana, Iceland, Iran, Lithuania, Norway, Romania, Russia, Syria, and
Turkey expressing interest.
3.1 Translation
The goal of cross-cultural translation of surveys is to achieve equivalence between different
languages. We employed the Brislin model for instrument translation, a well-known method
for cross-cultural research (Brislin, 1970; Jones et al., 2001), using at least two independent
bilingual translators for each translation (see McDermott and Palchanes, 1994).
A well-translated survey instrument should have semantic equivalence across languages,
conceptual equivalence across cultures, and normative equivalence to the source survey.
Semantic equivalence refers to the words and sentence structure in the translated text
expressing the same meaning as the source language. Conceptual equivalence is when the
concept being measured is the same across groups, although the wording to describe it may
be different. Normative equivalence describes the ability of the translated text to address
social norms that may differ across cultures. For example, some cultures are less willing to
share personal information or discuss certain topics than other cultures.
When developing a new survey, if possible, simultaneous development of the survey
should be carried out simultaneously in as many languages as feasible, preventing the
survey from being influenced too deeply within one culture and language. However,
in many, if not most, situations, a survey developed in a particular language is translated to
an additional language. In our study, the English-language version of the LBDQXII
developed by the Ohio State University researchers was taken as the standard source upon
which translations are based.
Each country collaborator or team were responsible for the data collection and the focus
group interviews in their society. Data and focus group interview information were recorded
for analyses by each national team in their native language. Findings were then translated
by each of the individual national collaboration teams into English, and sent to the research
director for comparative analyses of the ten sets of data.
4. Analysis
In the set of consortium projects discussed below, focus group studies are employed to
develop semantic equivalence across languages and conceptual equivalence across cultures.
Use of the LBDQXII in our consortium project was first reported in Littrell (2002), who
found the outcomes to produce appropriate information for developing the managerial
leadership training programme. In the initial stages of the research project, additional focus
group studies were carried out in Zhengzhou, China; Cluj, Romania, and Accra, Ghana,
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to validate the survey content and translations. Participants first completed the survey, the
focus group moderator scored the dimensions, returned them to the group, and then
discussed through a local interpreter each item and dimension as to whether the survey
items were meaningful, and whether the items and the preferred leader behaviour
dimensions reflected leader behaviour in their societies. Following the suggestions of
Hinkin (1998), the authors of this research report have assessed the content, construct, and
face validity of the survey across ten diverse national cultures: China, Ghana, Iceland, Iran,
Lithuania, Norway, Romania, Russia, Syria, and Ghana. Subsequently, as colleagues joined
the project, the consortium conducted LBDQXII studies in other locations in China,
including Hangzhou, Guangzhou, Macau, and Zhengzhou (Littrell et al., 2012), and in England
and Germany (Schneider and Littrell, 2003), in Romania (Littrell and Valentin, 2005), in
Sub-Saharan Africa (Littrell and Baguma, 2005; Littrell and Nkomo, 2005; Littrell et al., 2009),
and values and leader behaviour studies in Mexico and Chile (Littrell et al., 2009; Littrell and
Cruz-Barba, 2013), and Turkey (Littrell et al., 2013).
4.1 Reliability studies
LBDQXII reliability studies included Cronbach’s α-based reliability analysis and item-to-scale
correlational analyses, along with goodness-of-fit tests using structural equations modelling
(SEM); see Littrell (2010, 2013) for details. Littrell found, using SEM and exploratory factor
analysis investigating both orthogonal and oblique processes, that a set of 12 identifiable
factors similar to the LBDQXII dimensions, with at least 2 or 3 dimensions identical to the
LBDQXII are observed in analyses from all regions other than Sub-Saharan Africa countries
north of the Republic of South Africa and Namibia. That region requires further investigation.
In Cronbach item-to-scale reliability analyses, there are some problematic items that vary
across cultures, and the reverse-scored items are generally less reliable across cultures.
We have embarked on a project to build a more valid and reliable cross-cultural version of
the LBDQ, eliminating reversed items and ambiguous and idiomatic phraseology.
5. Findings and implications
Our objective for this set of studies is to enhance the applicability of and implicit leadership
survey instrument, the leader behaviour description questionnaire XII for use across
national cultures. We have taken significant steps towards accomplishing this objective
through a series of translations vetted by focus groups, and the focus groups discussing the
meaning and applicability of the leader behaviour concepts in their countries. The survey is
developed to a point where it is a reliable and valid instrument for use across diverse
language groups. Analyses of results from the survey can be used in the areas of business
involving interactions amongst multi-cultural managers, supervisors, and workers to
understand and enhance motivation and job satisfaction. Additionally, insights may be
gained for facilitating any cross-cultural, cross-national interactions and international
human resource management.
6. Conclusions and future study
As noted above, the series of studies discussed in this paper focussed on an explicit model
of preferred leader behaviour that identifies national behaviour templates for a wide range
of countries. Day et al. (2014) call for a broader focus on leadership development measures,
and for more attention to be placed upon collective aspects of leadership in the next
25 years, such as follower theory development, we have heeded this call to some degree as
our survey instrument can provide information for leadership development in
cross-cultural situations, with a focus on followers’ preferences. This study therefore
corresponds to Uhl-Bien et al.’s (2014) examination of follower-centric perspectives which
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emphasises followers’ attitudes and schematics for leader behaviour through
investigating the follower perception of preferred leadership style and the examination
of 12 factors of LBDQXII leadership behaviours.
We contribute to this field with a followercentric approach to leadership across cultures,
with our management tool validation. These templates can be used to specify characteristics
of a person who is more likely to be accepted as a managerial leader if the person who is
evaluating sees a good fit between a leader candidate’s expected and actual behaviour.
The better the fit between the leader’s behaviour and the cultural explicit leader behaviour
template, the more influential the leader can be. We conclude that after a few problematic
issues, primarily of item phraseology, are resolved in a revision of the survey. The LBDQXII,
as such, is a useful, reliable, and valid survey instrument that can be employed to produce
information to prepare, educate, and develop expatriates and local managers as to what
behaviours are expected in business organisations in different cultures to facilitate
managerial leader and organisational performance. Please access survey instrumentation at
the consortium website: http://crossculturalcentre.homestead.com/. Research currently
underway and future research will revise the LBDQXII to remove reverse-scored items,
and reduce the total number of items while maintaining reliability and validity. We hope
that future management researchers and practitioners will apply this innovative
management tool to understand how we may add value to our global organizations with
a measurement tool that includes a followercentric approach to leadership.
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