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Abstract 
Background Globalisation has led to the perception of a “flat” world, meaning that 

it is fairly easy to cross geographical boundaries and do business in dif-
ferent countries. With globalisation, a new phenomenon arose, termed 
Born Globals. Born Globals seek international operations from or near 
their inception. These companies become more and more economically 
important, and their appearance has increased significantly over the last 
decades due to economic and technological developments. In this con-
text, global leadership has gained importance, especially competencies 
such as the global mindset, cultural intelligence, and deutero learning.  

Purpose The purpose of this thesis is to analyse global leadership, specifically 
cultural intelligence, the global mindset, deutero learning and the devel-
opment of global leaders, and how it influences the entrepreneurial atti-
tude of individual employees in Born Global Companies. To do so, we 
have analysed Prezi, a Born Global company, specifically from the em-
ployee’s perspective, complementing self-perception leadership re-
search.    

Method We have suggested four propositions, namely that the leader in Born 
Global Companies has high cultural intelligence, a global mindset, that 
these characteristics influence the entrepreneurial attitude of the indi-
vidual, and that human resource management is highly involved in the 
development of global leaders. These have been tested in a case study 
strategy with both qualitative and qualitative methods.  

Conclusion We confirmed the propositions concerning the cultural intelligence and 
the global mindset, however we had to reject the propositions concern-
ing the entrepreneurial attitude of the individual, since we could not es-
tablish a relationship between the individual entrepreneurial attitude 
and global leadership characteristics. Our research suggests that a rela-
tionship with the global culture in the company is more likely. Finally, 
the last proposition had to be rejected, because human resource man-
agement was not highly involved in developing the global leadership 
characteristics, but the diversity and culture within the company served 
as an “informal” intercultural training. 
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Leaders must be tough enough to fight, tender enough to cry, human enough to make mistakes, humble 
enough to admit them, strong enough to absorb the pain, and resilient enough to bounce back and keep 

on moving. – Jesse Jackson 

 



Leadership in Born Globals 

 
1 

1 Introduction 
In this section the background of globalisation and Born Global Companies is introduced, as well as the lit-
erature on global leadership characteristics. The purpose of the thesis is described, which focuses on global 
leadership in Born Global companies and the influence on the entrepreneurial attitude of individuals. 

1.1 Background  
The term Born Globals has become a widely known concept in the globalised world. Born 
Global Companies rose in connection to globalisation, which has been defined as the “in-
creasing integration of economies around the world, particularly through the movement of 
goods, services, and capital across borders” (Di Giovanni, Gottselig, Jaumotte, Ricci, & 
Tokarick, 2008, p. 2).  

Globalisation started roughly thirty years ago, and companies that had previously been 
restricted by national borders started to expand on an international level, e.g. through alli-
ances or joint ventures (Di Giovanni et al., 2008). Additionally, some companies started 
performing on a global scale directly, without building up an extensive base in their home 
countries first. These companies are referred to as Born Globals. They have been defined 
as “companies that expand into foreign markets and exhibit international business prowess 
and superior performance, from or near their founding” (Knight & Cavusgil, 2004, p. 124). 
Other authors add that Born Global Companies satisfy global niches (Tanev, 2012). The 
concept of Born Global Companies firstly emerged in respect to trading companies in 
small countries, where the market quickly saturated and companies had to find innovative 
ways to stay in business (Knight & Cavusgil, 2004). In the late 1980s Born Global Compa-
nies were still rather rare, however, over time more and more firms followed the trend 
(Chetty & Campbell- Hunt, 2003). The phenomenon became more prominent as globalisa-
tion advanced more rapidly, and countries deregulated and liberalised their entry barriers. 
Also, the technological and economic developments during the 1980s and 1990s, which led 
to the introduction of the Internet, created the possibility for companies to enter foreign 
markets without having to know the local customs (Kanter, 2010). Now, Born Global 
Companies are becoming economically more and more important (Wictor & Andersson, 
2012).  

1.2 Problem Statement 
As in every company, leadership in Born Global Companies is essential (Wictor & Anders-
son, 2012). The characteristics and skills a global leader needs to possess to be effective 
have been researched and described in the literature; a term that frequently occurs is cultur-
al intelligence, which refers to a person’s ability to understand different cultures and adapt 
to them (Alon & Higgins, 2005). Other authors stress the importance of a global mindset 
(Story, 2011; Hitt, Keats & Yucel, 2003; Javidan & Teagarden, 2011). The global mindset is 
defined by an individual’s ability to influence people, organisations or systems that are not 
like their own, meaning they differ from their home countries and cultures. Finally, as 
Wictor and Andersson (2012) state, an entrepreneurial attitude is important for global lead-
ers, and it should pervade the whole company on all levels. These skills and characteristics 
together can be labelled global leadership, and can be found in the literature. International 
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and global companies have been researched in terms of whether their leaders comprise 
global leadership skills and characteristics (Story, 2011). In regard to the above-mentioned 
upcoming phenomenon of Born Globals, it can be assumed that leadership in a company 
that is born global is even of higher importance than in companies that gradually globalise. 
However, to current date and to our knowledge, no adequate research has been conducted 
to analyse global leadership in Born Global Companies. 

Traditional companies, and subsequently leadership within these companies is influ-
enced by the national culture it has been established in. However, what if leadership in a 
company is not influenced by a certain national culture because it is born global? A global 
mindset and cultural intelligence are of importance, as the company is active in various 
countries. An entrepreneurial attitude must be part of leadership, and part of the whole 
company in order to facilitate innovation and stay competitive (Campbell, 2005). For a 
Born Global Company, it is safe to assume that it requires the most global form of leader-
ship. Does theory describe the actual global leader? Does the leader in a Born Global 
Company have cultural intelligence and a global mindset? Does he or she have an entre-
preneurial attitude that flows through the whole company?  The prevalent leadership be-
haviours that are actually practiced in Born Global Companies have not been adequately 
researched yet.  

1.3 Purpose 
The purpose of this thesis is to analyse global leadership, and how it influences the entre-
preneurial attitude of individual employees in Born Global Companies. This research has 
the ambition to provide both practical implications for the development and training of 
leaders in Born Global Companies, as well as theoretical implications to further existing lit-
erature and models on global leadership. We will perform a case study on Prezi, a “Soft-
ware as a Service” (SaaS) company, which started operating on a global scale right after 
their inception. The case study will focus on leadership within Prezi, from the followers 
(employees’) perspective. From their viewpoint, we will be analysing how they perceive 
their leaders, complementing research on leadership that focused on the leader 
him/herself, not how they are being perceived by others (self-perception research). This re-
search will add on previous work from authors that have researched Born Global Compa-
nies conceptually, however rarely empirically (Javidan & Teagarden, 2011). 

1.4 Disposition 
Chapter 2 Presents the globalisation concept and the Born Global phenomenon, 

setting the stage for the main research topic of global leadership in 
Born Global Companies. Further, the importance of the revised Upp-
sala Model of Internationalisation and the relation to Born Globals is 
described. 

Chapter 3 Examines the theories of global leadership, focusing on the topics of 
the global context, cultural implications, the intelligent global leader, 
the global mindset, specific aspects about leadership in Born Global 
Companies and the development of global leaders. Further it introduc-
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es four propositions that we suggest, namely that the leader in Born 
Global Companies has high cultural intelligence, a global mindset, that 
these characteristics influence the entrepreneurial attitude of the indi-
vidual, and that human resource management is highly involved in the 
development of global leaders. 

Chapter 4 Describes the research methodology that has been employed. We ex-
plain and rationalise choices of a deductive approach, descripto-
explanatory research design with concurrent mixed methods research, 
the forms that quantitative and qualitative research aspects took, as 
well as the choice of a case study research strategy, the cross-sectional 
study approach and the methods used for data analysis.   

Chapter 5 Gives a brief synopsis of the researched company, Prezi. It deals with 
the company’s history and their “Born Global” characteristics. 

Chapter 6 Shows the results derived from the empirical research. The proposi-
tions concerned with cultural intelligence and the global mindset have 
been confirmed; the propositions concerned with the individual entre-
preneurial attitude and HRM involvement have been rejected.  

Chapter 7 Gives an overview of our findings, reasoning why two propositions 
had to be rejected, and introduces practical and theoretical implications 
derived from our analysis.  

Chapter 8 Discusses the limitations of this research, and the proposals for future 
research implications, focusing on a broader perception of the global 
leader, and more research on the Born Global culture. 
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2 The Born Global Concept 
In this section we will explain the concept of Born Globals. Firstly, globalisation is being explored, in order 
to understand the background of the rise of Born Global Companies. Then, the thesis continues by analys-
ing the Born Global phenomenon, focusing on some of the unique aspects these firms have. The revised Upp-
sala Model of Internationalisation is being analysed, as it contributes to the way in which firms do business 
internationally.  

2.1 Globalisation 
The globalisation phenomenon has been topic of research for the last several decades (Jef-
fery, 2002). Before going into depth on this matter, it is essential to understand the differ-
ence between the terms internationalisation and globalisation. As many believe that these two 
terms are synonyms, nothing is less true. Internationalisation is concerned with “the in-
creasing importance of international trade, international relations, treaties, alliances, etc. In-
ter-national, of course, means between or among nations”, whereas globalisation is referred 
to as the “global economic integration of many formerly national economies into one glob-
al economy, mainly by free trade and free capital mobility, but also by easy or uncontrolled 
migration” (Daly, 1999, p. 31). Thus, internationalisation is more related to businesses, 
whereas globalisation is used for the description of the economy as a whole.  

In this thesis we will adopt the definition given by the Oxford dictionary (2013), which 
reads as “the process by which businesses or other organizations develop international in-
fluence or start operating on an international scale”. This definition is most suitable to this 
thesis as it focuses on businesses operating in an international environment in which they 
have an influential power. Now that there is a clear understanding between the terms inter-
nationalisation and globalisation, and a clear definition of globalisation, we continue by ex-
plaining how the globalisation phenomenon came to be.  

Globalisation became a prominent concept in the 1980s and 1990s, due to the technologi-
cal and economic development wave, as a result of World War II (Kanter, 2010). The tech-
nological developments that eventually led to the globalised world were the introduction of 
the personal computer, the spreading usage of these personal computers, the fax machines, 
and, most importantly, the introduction of the Internet. In the 1990s the communication 
speed between nations and continents increased due to the introduction of the Internet. As 
a result, nations were able to gain information rather quickly, which led to arising opportu-
nities in developing countries. In turn, this resulted in emerging markets around the world 
(Kanter, 2010). Companies were able to communicate with other companies overseas, 
without having to deal with the ins and outs of the national culture and the local industry. 
Furthermore, the economic developments (i.e. trade liberalisations and free movement of 
resources) have led to the situation that educated people from developed countries were 
seeking high-skilled jobs around the world, whereas technology expertise and engineering 
talents were found in the developing countries (i.e. India). Kanter (2010) explains this in 
her research and states “the loss of developed country advantages and the rise of emerging 
country giants […] led to declarations that the world is now “flat,” that is, a level playing 
field in terms of technology and industrial might” (p. 571). 
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Stromquist and Monkman (2000) argue that the globalised economy includes two 
terms that are of importance for global operating companies, which are information and inno-
vation. Information and innovation are two terms that are highly knowledge intensive. Dif-
ferently stated, when a company deals with gathering information or being innovative, it is 
highly dependent on knowledge input (i.e. market or product knowledge). Consequently, 
the globalised economy, and due to this the increased communication speed, has influ-
enced these two concepts. Globalisation allows companies to quickly gain and acquire mar-
ket or product knowledge from overseas countries and generate a globalised vision or strat-
egy, to create a competitive advantage.  

Globalisation has created multiple opportunities for businesses, mainly due to the free 
movement of knowledge, free trade, and the possibility to globally share information and 
other resources (i.e. human capital, technology). As a result, the flow of information and 
innovation has rapidly increased over the last decades. Many companies rely on these in-
formation and innovation flows, in order to do business in this globalised world. 
Knowledge, whether it is codified or personalised knowledge (Dennis & Vessey, 2005), is 
highly transportable, and therefore, complementary to the existence of globalisation 
(Stromquist & Monkman, 2000). As mentioned before, the communication speed plays a 
vital role in transporting knowledge intensive information. Furthermore, the trade liberali-
sation and free movement of resources are also part of the transport of knowledge. The 
movement of human capital has been liberalised over the years, allowing companies to ac-
quire personal knowledge from individuals in different continents. The main advantage 
companies gain from these liberalised movements, is that they can make up a work force 
that is highly specialised in their operations, which could create a competitive advantage for 
the company (Kanter, 2010).  

In its early years, globalisation was criticised and questioned, mainly due to the slow growth 
it generated in the developed world, and the intensified national security during that time. 
Nonetheless, the introduction of the Internet has facilitated better and quicker interaction 
between different parts of the world (e.g. The Asian market could communicate with the 
European market more efficiently), and the free movement of resources has allowed skilled 
labour to move anywhere around the world. These deregulations between nations have 
many advantages, allowing companies to start businesses around the world, creating eco-
nomic attractiveness in emerging markets. Nonetheless, besides these advantages bringing 
more opportunities to international operating companies, it also brings along more pres-
sure from different directions (e.g. global competition, or cultural clashes). Kanter (2010) 
explains this pressure building in her studies by stating, “Globalization itself adds pressure 
on companies to be global – “world class” – in orientation, sourcing, and standards if not 
market scope, and to thrive domestically by joining global networks” (p. 572). Here, Kanter 
(2010) implies that domestic companies ought to think on a global scope, and incorporate 
the global standards of today’s globalised economy. Additionally, companies operating in-
ternationally must recognise cultural differences in the countries they want to conduct 
business, to reduce avoidable barriers (i.e. language or customs).  

Globalisation still has a powerful influence on the current economy. As governments 
loosen their regulations, more companies try to gain market share in the respective coun-
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tries, e.g. through cross-border alliances, or acquisitions. Deregulations have created an 
economic attractiveness, where companies seek to find best practice methods (e.g. seek 
skilled labour for efficient workflow) or try to acquire valuable knowledge, which could re-
sult in the invention of new markets or products. The invention of new markets and prod-
ucts can be related to the Blue Ocean Strategy introduced by Kim and Mauborgne (2005), 
which is about creating new markets with new demand. This Blue Ocean Strategy is com-
plementary to globalisation, as it is easier for companies, due to the above-discussed mat-
ters, to “dive” into new oceans in different parts of the world. Moreover, this strategy is 
closely related to entrepreneurial behaviour. This entrepreneurial behaviour could trigger 
the company to enter a new market, without having the right knowledge, expertise or re-
sources. Many characteristics of this entrepreneurial behaviour correspond to the character-
istics that Born Global Companies show. One correlation is that companies pursuing the 
blue ocean strategy often focus on the differentiation and low-cost strategy (Kim & 
Mauborgne, 2005), which is the same for the Born Global Companies (Tanev, 2012). In 
section 2.2.2 of the thesis, we will discuss the characteristics of Born Global Companies.  

The many deregulations and liberalisations being discussed, have led to this new type 
of company, which does not follow the traditional organisation models. They have a strong 
focus on the global economy right from inception. These Born Globals have been scruti-
nised over the last decades. As the Born Global concept becomes more prominent in to-
day’s economy, it is essential to go into more depth on this subject. Kudina, Yip and 
Barkema (2008, p. 40.) argue that there are some reasons for the increasing number of 
Born Global Companies, of which some factors could be: 

• New market conditions; global networks and alliances 
• Technological advances; advances in communication technologies and e-business 
• Learning from overseas; tapping into technological and the networks of people 

2.2 Born Global Companies 
The term Born Globals is a relatively new term in the current globalised economy. The ex-
planations of Knight and Cavusgil (2004) give a clear understanding of what the term im-
plies. The authors state that Born Globals are seen as the early adopters of the internation-
alisation process, expanding to foreign market right from or short after their inception. The 
internationalisation process has been a rather incremental and carefully mapped process in 
the past, in which it was important to learn from the company’s attained experiences within 
the domestic market. Once the domestic market was saturated, the company was willing to 
do direct exports, before doing business with an external agent. In a later stage, the compa-
ny would consider opening a production plant or acquiring a business within the foreign 
local market to gain a stronger foothold in the market they were operating in (Wictor, 
2012). Born Globals do not follow the steps of the theoretical model of internationalisa-
tion. They are more likely to skip stages of the process. We will describe this process in de-
tail below. 
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2.2.1 What are Born Globals? 

Michael Rennie first introduced the Born Global concept in 1993, when researching Aus-
tralian manufacturing companies. Rennie studied how these firms were able to compete on 
an international level, and coordinate, scavenge and utilise resources from different coun-
tries. These Born Globals are important for the globalised world for two reasons, (1) they 
are strikingly competitive towards the big competitors in the market, and (2) they are man-
aging those profitable and fast-growing global business systems in unique and innovative 
ways (i.e. scavenging of resources) (McKinsey, 1993). 

Nowadays, companies are more inclined to start their operations in one or more for-
eign countries right from their inception, and globalisation has played a major role in this 
matter (Madsen & Servais, 1997; Kudina, et al., 2008; Wictor, 2012). These organisations 
have been researched over the last couple of decades, and several terms have been given to 
them. Tanev (2012) argues that some researchers refer to them as International New Ventures 
(INV), others as Global Start-ups, Instant Internationals or Born Globals. In this thesis we will 
use the term Born Globals or Born Global Companies, as these terms are becoming more prom-
inent to describe these companies. The definition of Born Globals has changed over the 
years, as research extended and globalisation became more common. In the early years of 
the Born Globals the definitions read as follows “companies who have reached a share of 
foreign sales of at least 25 per cent within a time frame of two to three years after their es-
tablishment” (Kudina, et al., 2008, p. 39). Later, the definition has been slightly adjusted 
towards the globalising world: “business organizations that, from or near their founding, 
seek superior international business performance from the application of knowledge-based 
resources to the sale of outputs in multiple countries” (Knight & Cavusgil, 2004, p. 124). 
The definition given by Tanev (2012, pp 5.) states that “a true born-global firm is a new 
venture that acts to satisfy a global niche from day one”. The definition of Kudina et al. 
(2008) focuses primarily on the foreign sales, rather than the penetration of multiple coun-
tries. Tanev’s (2012) definition complements to Knight and Cavusgil’s (2004) definition, as 
it goes into more depth on the satisfaction of a global niche. In this thesis we will adopt the 
definition provided by Knight and Cavusgil (2004), as it is a current and elaborate descrip-
tion of the Born Global phenomenon.  

To gain a better understanding of the magnitude of the Born Global concept, a recent 
study, performed by Eurofound (2012), shows that around 50 per cent of the start-ups in 
Scandinavia were found to perform internationally within two years after inception. A simi-
lar study was conducted, focusing on 500 Austrian start-ups, of which 20 per cent were ex-
porting within their first year of inception. Eurofound (2012) continues by stating that one-
fifth of all young enterprises in Europe are born global, however, with significant differ-
ence between countries (i.e. around 10 per cent in Hungary to around 40 per cent in Den-
mark). Additionally, a 2009 survey on the internationalisation of SMEs in Europe shows 
that 17 per cent of these SMEs were exporting and 25 per cent were importing (Euro-
found, 2012). These results show the growing importance of the Born Global Companies. 
From the results of this study, one can conclude that Born Globals ought to be researched 
more in-depth in terms of their performance, to gain a better understanding on how these 
companies operate.  
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Thus, due to globalisation and the many deregulations and liberations, companies are 
able to, even without having the right resources available, start doing business with foreign 
countries that do have the right resources. Born Globals tend to focus on Porter’s (1998) 
differentiation strategy. By using this strategy, Born Globals are trying to find a niche mar-
ket in which they can specialise and, therefore, differentiate themselves in (Tanev, 2012).  

2.2.2 Characteristics of a Born Global 

In order to gain a better understanding of the characteristics of Born Globals, Tanev (2012, 
pp. 6-7) argues that they possess a couple of important and unique characteristics that dif-
ferentiate them from the international operating companies, which follow the traditional 
way of internationalisation. These characteristics are: 

1. High activity in international markets from or near the founding: It is found that these com-
panies seek international activity right from or within a couple of years of their in-
ception. 

2. Limited financial and tangible resources: Born Globals are rather small companies, thus, 
consequently, fewer available resources (e.g. human and financial capital).  

3. Present across most industries: Most Born Globals are technology-related firms. How-
ever, recent research shows that Born Globals are also present in the food and con-
sumer product industry. 

4. Managers have a strong international outlook and international entrepreneurial orientation: 
Managers tend to have a strong entrepreneurial mindset, with a clear focus to com-
pete in international activities.  

5. Emphasis on differentiation strategy: They tend to develop distinctive products that tar-
get a niche-market, rather than the saturated market (i.e. blue ocean strategy). 

6. Emphasis on superior product quality: They are often on the leading edge of technologi-
cal developments. Therefore, they tend to focus on superior product quality to 
outperform the competition. 

7. Leveraging advanced information and communications technology (ICT): They use ICT to 
segment the customers in their niche-market, in order to process information effi-
ciently and communicate with partners globally.  

8. Using external, independent intermediaries for distribution in foreign markets: Born Globals 
expand internationally throughout direct sales, which enables them to have flexible 
international operations, without owning an operational plant.  

Having listed the eight characteristics, it becomes apparent that the focus on a blue ocean 
strategy and entrepreneurial behaviour, as well as global leadership plays an important role 
in the establishment of a Born Global company. The differences between the traditional 
firms and Born Globals become clearer. One example, to illustrate these differences, is that 
traditional international firms tend to focus more on the tangible assets (i.e. plant, property 
and equipment), whereas Born Global Companies tend to rely on intangible assets (e.g. 
specific knowledge for specific strategies and approaches towards the international business 
environment) (Cavusgil & Knight, 2009). 
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Leadership is an essential element in internationally operating companies. When dis-
cussing leadership and the effect that globalisation has on it, it becomes clear that the Born 
Global concept plays a role in it. As Kanter (2010) points out, globalisation has three as-
pects that shape the work of global leaders. These three aspects are (1) increased uncertainty, 
(2) complexity, and (3) diversity. Global leaders have to deal with these three aspects, in order 
to be effective in today’s global economy. 

Thus, the entrepreneurial and leadership aspects in Born Globals are of definite im-
portance to the development of Born Globals. Oviat and McDougall (2005) argue that in-
ternationally experienced and observant entrepreneurs are the reason for the formation of 
these Born Global Companies. Further, these entrepreneurs are able to link and combine 
the right resources, in order to come up with a positive outcome. Jolly, Alahuhta, and Jean-
net (1992) argue that a global vision is an essential and complementary element toward the 
establishment of Born Globals. They mention that the pursuit of acquiring investment and 
the challenge to compete with fewer attributes than their competitors is seen as the success 
of these companies.  

To recap, the combination of an entrepreneurial and global vision, the leveraging, 
scavenging and linking of resources, and the competing with incumbents in the market are 
seen as the enablers to successfully establish Born Global Companies (Oviat & McDougall, 
2005; Joly et al., 1992; Tanev, 2012). Born Globals tend to leapfrog certain stages of the 
traditional internationalisation models. As Jolly et al. (1992) mention, the Born Globals deal 
with two drawbacks that drive them to skip some stages. These are (1) the fact that they are 
still start-ups, and (2) while being a start-up already compete with the bigger and fiercer 
competitors in that market. Thus they need to develop innovative ways to stay competitive.  

Many definitions have been formed to capture the essence of the Born Global concept, 
which is being actively involved in international activities right from or near the business’ 
inception. However, the Born Globals concept is closely related to globalisation, and inter-
nationalisation. Due to the global competition and rapid technological developments, in-
ternationalisation results in a speedy process, in which stages are likely to be skipped. Net-
working and creation of networks is of significant importance for Born Globals (Spence, 
2003). Madsen and Servais (1997) further point out the importance of networking. The rise 
of Born Globals is an effect of three important elements (p. 565): 

1. New market conditions 
2. Technological development in production, transportation and communication  
3. More elaborate capabilities of personnel, including the founder of the business  

The last element that Madsen and Servais (1997) discuss can be linked to the knowledge a 
person possesses. This knowledge, whether codified or personalised, can be of important 
value to the company. Johanson and Vahlne (1977) have stressed the importance of 
knowledge in their internationalisation model. Knowledge leads to the recognition of op-
portunities, which can be related to the entrepreneurial attitude of an individual or organi-
sation. In the next section of the thesis we will discuss the revised Uppsala Model of Inter-
nationalisation.  
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2.3 The Revised Uppsala Model of Internationalisation 
Johanson and Vahlne (1977) pre-
sented in 1977 the Uppsala Model 
of Internationalisation, which con-
centrated on the important ele-
ments of the internationalisation 
process of a firm. The original 
model implies that internationalisa-
tion is a gradual process, however, 
with the concept of Born Globals 
recently discussed, the model needs 
to be revised. Therefore, the focus 
of this thesis will be on the revised 
model presented by Johanson and 
Vahlne (2009) (Figure 2.1), in order to gain a better understanding of the internationalisa-
tion process that these Born Global Companies use.  

As Spence (2003) mentioned, networking is an essential element in the process and es-
tablishment of Born Global Companies. Thus, many researchers find it quite important to 
have network relationships. Different areas on network relationships have been researched. 
Some focused on the inter-organisational relationship of suppliers, which affects the pat-
tern of the company’s expansion, with its focus on the international environment (Martin, 
Swaminathan, & Mitchell, 1998). Others focused on the networks within the international 
strategy (Welch & Welch, 1996), or SME internationalisation (Chetty & Blankenburg 
Holm, 2000). Nonetheless, all the studies have as a main focus that the consideration of us-
ing networks is vital for the future well-being of the company. Therefore, the improved 
model of Johanson and Vahlne (2009) covers the importance of networks. They continue 
by stating that the network of relationships is essential for future international success, and, 
therefore, for the future and development of Born Global Companies. In their model, Jo-
hanson and Vahlne (2009) refer to this as Network position. Kudina et al. (2008) explain the 
importance of networks by stating that “networks are at the very heart of successful com-
panies […] to learn about long-term agendas of its local and overseas customers” (p. 44). 

Johanson and Vahlne (2009) further state that there are three other elements that need to 
be explained, in order to understand the revised model of internationalisation. These three 
elements are: 

• Knowledge & Opportunities 
• Relationship commitment decisions 
• Learning, Creating, Trust building  

Johanson and Vahlne (2009) argue that by learning through experience, the company de-
velops a differentiated view on the external environment. Differently stated, previous expe-
rience leads to the recognition of the company’s own abilities and could develop an interest 
in the foreign market. Besides their different view on the foreign markets, it also enables 

Figure 2.1: The Revised Uppsala Model of Internationalisation 
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the company to look at their own capabilities in a different manner. In other words, the 
company is able to do an internal assessment, in order to know what it is capable of. Eriks-
son, Johanson, Majkgård, and Sharma (1997) identify two different types of knowledge that 
are of importance when starting to operate in the international environment. The first one 
is institutional market knowledge, meaning knowledge about language, laws, and rules, whereas 
the second one is business knowledge, which includes knowledge on the firm it does business 
with, or wants to do business with. Additionally, when a company acquires these two types 
of knowledge, it could lead to the recognition of opportunities, and, therefore, have an in-
fluence on the entrepreneurial attitude of an individual or company. The revised model of 
internationalisation covers this issue under the heading Knowledge & Opportunity.  

The recognition of an opportunity within a market is essential in today’s economy. Es-
pecially now that most economies have liberalised rules and regulations on export, the pos-
sibility for the recognition of opportunities is greater. Entrepreneurs ought to be alert to 
recognise a gap in a particular market when it emerges. However, this opportunity recogni-
tion does not only imply that entrepreneurs ought to be alert, it is also experiential learning 
from previous projects or environmental issues that could trigger this recognition. Thus, 
the combination of both the knowledge attained from the external environment or internal 
projects together with the commitment to recognise opportunities, affects the state of a 
company needing to change its current activities into more international ones.  

Trust and commitment are important elements in the internationalisation process. The re-
vised model covers this under the headings of Relationship commitment decisions and Learning, 
Creating & Trust building. Johanson and Vahlne (2009) argue that trust is an important ele-
ment for successful learning and the development of new knowledge. Trust between busi-
ness partners could result in the exchange of knowledge, which in turn could lead to recog-
nising opportunities in the international market. Morgan and Hunt (1994) state that trust 
can be defined according to Rotter’s classic view, and it is “a generalized expectancy held 
by an individual that the word of another […] can be relied on” (p. 23). Moreover, once 
there is positive tension and willingness to build trust, it can turn into commitment, which 
is important in the internationalisation process. Johanson and Vahlne (2009) continue that 
trust and commitment can lead to more knowledge opportunities (i.e. more market 
knowledge). The authors explain this by stating that “trust can also substitute for 
knowledge, for instance when a firm lacks the necessary market knowledge and so lets a 
trusted middleman run its foreign business” (p. 1417). Once the trust and commitment be-
tween two parties is established, which often takes quite some time when doing business 
with foreign agents, it will persist and result in a long-term relationship as partners (Johan-
son & Vahlne, 2009). As Madhok (1995) discusses, trust persuades people and, therefore 
organisations, to share information, which in turn promotes the building of joint expecta-
tions. Johanson, Blomstermo and Pahlberg (2002) discuss that building trust and commit-
ment are essential factors for international success. 

The revised model also covers the learning aspect of the internationalisation process. 
Learning is important and happens throughout the entire process. As mentioned before, 
experiential learning gives a better view on the external, as well as the internal environment 
a company is operating in. To dive into deeper waters, Johanson and Vahlne (2009) state 
that learning is about building trust and developing commitment and long-term relation-
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ships. However, it also means to identify and exploit opportunities within their business 
network. 

Wictor (2012) explains the learning 
concept from a different, yet note-
worthy, point of view. He uses the 
theory provided by Argyris (1990) 
that focuses on the single and double 
loop learning process, which is con-
nected with the internationalisation 
process. Figure 2.2, illustrates the 
single and double loop learning. Jo-
hanson et al. (2002) have built on the 
traditional model of Argyris (1990), and changed several aspect of that model to link it to 
the internationalisation process. The single loop learning process explains how a company 
ought to develop and modify their market routines. Wictor (2012) implies that this process 
can be linked to the early stages of the internationalisation models. The double loop learn-
ing process, suggest that greater adjustments ought to be made, once a bad outcome arises. 
Thus, not only changes in the market routines will be made, also changes in the interna-
tionalisation routine are being implemented.  

The terms in the revised model are closely related with each other, and, to a certain ex-
tent, linked in an invisible manner (e.g. trust could lead to new market knowledge). Besides 
these interconnections within the revised model, one is able to link different models to the 
internationalisation model, as explained in the loop learning process developed by Johan-
son et al. (2002). Further, the above-discussed matters are the elements that complement 
the revised Uppsala Model of Internationalisation, presented by Johanson and Vahlne 
(2009). It explains the importance of networks, trust, commitment, experiential learning 
and knowledge opportunities in the current globalised environment. Johanson and Vahlne 
(2009) express the importance of the model in the current environment, due to the deregu-
lations, free exchange of resources and the free market.  

The revised model explains that by building up networks in different countries, it is easier 
to overcome entry barriers, as the company is able to use its network to enter a particular 
market. Furthermore, it concentrates on two main variables, the “state” and “change” vari-
ables. Johanson and Vahlne (2002) explain this by stating that, “the variables affect each 
other, the current state having an impact on change, and vice versa” (p. 1423). Thus, com-
panies could use the model, by looking at their current state in the market, and focus on 
what type of change they would like to make. A company could learn about a foreign mar-
ket, and recognise an opportunity in that market. Consequently, the company needs to 
consider a change in their current state, to pursue this opportunity. A final note for the 
Born Globals is that this internationalisation model is applicable, because the founding en-
trepreneur might already have previous experience and, therefore, access to knowledge and 
relationships prior to internationalisation. 

Figure 2.2: Double and Single loop-learning Process 
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3 Global Leadership 
In the following section, we will analyse global leadership in a literature review, focusing on the topics of the 
global context, cultural implications, the intelligent global leader, the global mindset, specific aspects about 
leadership in Born Global Companies and the development of global leaders. Furthermore we will suggest 
propositions for leadership in Born Global Companies.  

Globalisation, as described earlier, has changed the context in which leaders interact. The 
environment has become more complex, which leads to believe that “Global Leadership is 
“extreme leadership”” (Osland, Bird & Oddou, 2012, p. 107). Due to the change in the en-
vironment, domestic leadership skills are not sufficient anymore. Thus, to function effec-
tively in a global context, global leadership skills are required. Osland et al. (2012, p. 109) 
identified several areas in which global leadership skills differ from domestic leadership 
skills, such as: 

•  There is a greater requirement for cross-functional and cross-national knowledge 

•  Global leadership requires more, wider and more frequent boundary spanning with-
in and across company and national boundaries 

•  There is more pressure to understand and include a wider range of stakeholders in 
decision-making 

•  Global leadership requires a better cultural understanding in diverse cultural set-
tings 

•  There are more competing tensions on and off the job 

•  Global leadership includes more ambiguity in decision-making and expected out-
comes 

•  There are more challenging ethical dilemmas brought about by globalisation  

Global leadership has been defined in several ways. Osland (2008) suggests that global 
leadership is “the process of influencing the thinking, attitudes, and behaviours of a global 
community to work together synergistically toward a common vision or goal” (Osland, 
2008, cited in Bird, Mendenhall, Stevens & Oddou, 2010, p. 811). Other authors specifical-
ly include culture by defining global leadership as “being capable of operating effectively in 
a global environment while being respectful of cultural diversity” (Harris, Moran, & Moran, 
2004, p. 25).  For the terms of this thesis, we will adopt the definition of Beechler and Javi-
dan (2007), as it reflects the complex nature of the phenomenon of global leadership, in-
cluding aspects of cultural intelligence and the global mindset, which are important con-
cepts in this thesis: “global leadership is the process of influencing individuals, groups and 
organizations (inside and outside the boundaries of the global organization) representing 
diverse cultural/political/institutional systems to contribute toward achievement of the 
global organization’s goals” (Beechler & Javidan, 2007, p. 140). This definition is applicable 
to Born Global Companies, as they face diverse individuals and groups inside and outside 
the firm that need to be influenced to achieve the company’s goals (Wictor, 2012). 
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3.1 The Global Context And Implications for Leadership 
The global context presents challenges to leaders that influence their way of working. The 
new context is characterised by increasing uncertainty, which means that there is more fre-
quent, rapid and unexpected change both within the company and in the environment. 
This is due to the fact that more global players are in the game that can produce change, 
for example through innovations or economic problems, as mentioned earlier in the global-
isation section. Further, the complexity in the business world increases; there are more 
parts in play at the same time (Kanter, 2010). Osland et al. (2012) state that complexity is 
the most challenging aspect of the job of a global leader.  Finally, diversity grows, meaning 
that more people of different cultures and nationalities can be found within companies 
(Kanter, 2010). Implications are that the importance of leadership increases in the global-
ised economy (Story, 2011).  

A study conducted on global leaders about their perception of the environment has 
shown that there are four main challenges that emerge from their work context. Managing 
multiplicities, having to deal with various stakeholders, functions, company-levels, cultures, 
countries or government entities; Huge challenges, meaning that many tasks of the global 
leader are not easily accomplished; Precariousness, meaning that the job of a global leader of-
ten involves high risks and unpredictable outcomes; and finally Ambiguity, which stems 
from having to deal with new challenges that have never been seen before, tasks that have 
never been carried out, unknown cultural settings or uncertain relationships with stake-
holders (Osland et al., 2012). Kanter (2010) suggests three types of work that are required 
of global leaders to deal with the previously mentioned and other challenges posed by the 
global context effectively: 

•  Institutional work to deal with uncertainty 

•  Integrative work to deal with complexity  

•  Identity work to deal with diversity 

Institutional work is closely linked with a purpose for and meaning of a company. By defining 
what the company stands for, and what its reason for being is, leaders can compensate for 
uncertainty in the environment. Institutional work involves building close relationships 
with important stakeholders outside the company and in various contexts and countries, 
requiring companies to act in the interests of the societies they are active in. This is not on-
ly beneficial for the respective societies, but it also positively affects the company’s ability 
to do business in the long term (Kanter, 2010). The concept of institutional work is linked 
to social capital, which involves building of trust and relationships both inside and outside 
the company, thereby putting the company in a better position in its environment and 
eventually gaining competitive advantage. For such trust to be built, leaders must be honest 
and respectful with both employees and outside actors (Hitt et al., 2003). 

Integrative work deals with capturing ideas and connecting people. This becomes more 
challenging and more important in a more complex environment. An important aspect of 
integrative work is frequently convening employees across the organisation to enable and 
foster collaboration between business units. Here, face-to-face communication on the side 
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of the leader is of importance, as it builds their capacity to integrate. This aspect has also 
been stressed by Hitt et al. (2003), since communication and integration are of importance, 
especially in a diverse workforce as can be found in a global company. Another important 
aspect is decentralization and employee empowerment. Campbell (2005) defines employee 
empowerment as a universally valid leadership behaviour, which must be exercised by every 
effective leader. Furthermore, Wictor and Andersson (2012) stress that power must be 
shared within a global company, so that top management can focus on aspects such as vi-
sion and strategy. In line with this notion, there should be more leaders on more levels, in-
stead of centralized power in few leaders. These leaders should act as integrators across 
boundaries, and use their relationships and persuasion and politicking skills to get things 
done. Formal positions as integrators are common in global companies (Kanter, 2010). 

Identity work is necessary in a global context as diversity increases both within global 
companies and in the stakeholder groups companies interact with. Diversity is expressed in 
linguistic differences, gender or skin colour, and other social differences. Such differences 
can produce miscommunication, mistrust or inequality among the workforce, creating chal-
lenges for the global leader. Diversity can easily lead to fragmentation among the work-
force. Therefore “global leaders must confront identity issues in a way that unites people 
while acknowledging individuality” (Kanter, 2010, p. 599). To do so, the global leader must 
develop their consciousness about other people, being aware of differences. This ability has 
been termed empathy, or emotional intelligence. For a global leader, this skill is often more 
important than technical skills (Choi, Howard & Krig, 2012). Emotional intelligence is also 
related to the skill of listening to people and being able to adapt one’s style. Furthermore, 
leaders should communicate their sense of diversity, therefore encouraging employees to 
talk to one another more openly, and express themselves more freely (Kanter, 2010). Espe-
cially when it comes to managing culturally diverse groups, trust and trustworthiness be-
tween all actors is of high importance. A timely exchange and application of knowledge and 
skills within a culturally diverse group is only possible if there is a mindset of trust (Hitt et 
al., 2003). Cultural diversity is a given challenge for a global leader. The next section will 
elaborate more on how culture affects leadership. 

3.2 Cultural Implications  
Culture is a dominant aspect of influence for global leadership. Hofstede and Hofstede 
(2004) provide empirical data that show that leadership differs between cultures. They in-
troduced four cultural dimensions, which they later extended to six, and identified the 
scores for various countries, showing up implications for business in these countries. Javi-
dan and Teagarden (2011) describe Hofstede’s findings of cultural values driving practice as 
“conventional wisdom”. The identified dimensions include: 

Power Distance The degree to which power is distributed unequally among so-
ciety, and the less powerful members accept this distribution 

Individualism vs. Collectivism The degree to which a person is seen as an individual or as 
part of a group 

Masculinity vs. Femininity  The degree to which masculine values, such as assertiveness 
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and competitiveness, or feminine values, such as nurturing and 
caring for each other, are prevalent in a culture 

Uncertainty Avoidance The degree to which cultures are comfortable with a lack of 
structure and certainty 

Long-term Orientation The degree to which a culture is focused on short-term wins 
or has a long-term future orientation 

Indulgence vs. Restraint The degree to which a society allows free satisfaction of basic 
human drives in regard to enjoying life and having fun 

Table 3.1: Hofstede's Cultural Dimensions, 2010 

 
Individuals are socialised into the culture they grew up in, therefore internalising the values 
since early childhood (Hofstede, Hofstede & Minkov 2010). This can make it difficult for 
people from different countries and cultures to interact effectively in the workplace. Even 
countries that are geographically close can differ significantly on the different cultural di-
mensions. For example, Germany and Denmark share a border. However, Germany scores 
rather high on masculinity, making it a competitive and assertive business environment, 
whereas Denmark scores very low on the same dimension, implying that harmonious rela-
tionships at the work place are of higher importance than competition (Hofstede et al., 
2010). On the research base of Hofstede et al. (2010) and other authors, a program called 
GLOBE project came to life. The results are similar to Hofstede’s, reinforcing its validity 
(Choi et al., 2012; Javidan, Dorfman, Howell & Hanges, 2010). Effective global leadership 
requires effectively dealing with global complexity, as well as diverse people and cultures, 
which means for the global leader that they must have rational intelligence, and in addition 
emotional and cultural intelligence. We will describe these concepts below.  

3.3 The Intelligent Global Leader 
Alon and Higgins (2005) found that successful global leadership requires three types of in-
telligence. The first one is the well-known rational intelligence, “the ability to acquire and 
apply knowledge and skills” (Oxford Dictionaries, 2013). The second intelligence is emo-
tional intelligence, “the capacity to be aware of, control, and express one’s emotions, and to 
handle interpersonal relationships judiciously and empathetically” (Oxford Dictionaries, 
2013). It is suggested that the level of emotional intelligence influences a leaders’ behaviour, 
therefore determining success or failure (Alon & Higgins, 2005). Choi et al. (2012) claim 
that the concept of emotional intelligence works cross-culturally. However, emotions are 
not expressed in identical ways across cultures, which implies that additionally to rational 
intelligence and emotional intelligence, global leadership success requires another type of 
intelligence that allows the global leader to understand the cultural context in which emo-
tions are expressed in order to decode them correctly (Alon & Higgins, 2005).  

This type of intelligence is termed cultural intelligence, “a person’s capability for suc-
cessful adaptation to new cultural settings; that is, for unfamiliar settings attributable to cul-
tural context” (Earley & Ang, 2003, p. 9) It implies that leaders must understand and adapt 
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to different national cultures to be able to function effectively in the global context. Deal, 
Leslie, Dalton and Ernst (2003) state that cultural adaptability, a different term for cultural 
intelligence, is one of the most important capabilities for a global leader. In their research 
they found that global leaders with higher scores on cultural adaptability were more likely 
to be referred to as high performers by their superiors (Deal et al., 2003). Cultural intelli-
gence helps a leader to identify the varying emotional behaviours, translate them and con-
sequently choose a sound action, which is in line with the respective culture. “Poor cultural 
intelligence leads to stereotyping, unnecessary conflict, delays, and leadership failure” (Alon 
& Higgins, 2005, p. 506). No culture can be fully understood without language proficiency, 
resulting in the requirement for a leader to be fluent in the languages of the cultures they 
work with (Alon & Higgins, 2005).  

Bennett (1993) proposed a developmental model describing an individual’s intercultur-
al sensitivity, explaining how an individual interprets cultural differences. The first stage is 
termed denial. In this stage, an individual perceives their own culture as the only authentic 
one, denying that cultural differences exist. In the second stage, defence, individuals feel that 
their culture is the only realistic one, acknowledging cultural differences but feeling threat-
ened by them. The third stage is minimization, where individuals find their own culture to be 
universal, categorizing individuals from other cultures based on similarities, not differences. 
Individuals in this stage tend to treat individuals from all cultures the same, paying no at-
tention to cultural differences. The fourth stage is acceptance and includes the recognition of 
an individual that their culture is one of several cultures, recognizing cultural differences. 
The fifth stage is the most favourable stage for a global leader. This adaption stage refers to 
the ability of an individual to experience another culture and based on these experiences, 
adapt to the culture and behave accordingly with appropriate feelings and behaviours. 
Leaders in this stage can lead culturally diverse groups effectively. The last stage is termed 
integration and describes an individual that can assimilate and understand many different cul-
tures. This stage is not necessarily more beneficial for a global leader, since it can lead to 
confusion about their own personal identity (Story, 2011). 

London and Sessa (1999) add dimensions of intercultural sensitivity, such as feeling 
comfortable when dealing with different cultures, correctly recognizing and understanding 
cultural differences, showing empathy for people of other cultures, having an open mind 
towards, and showing a willingness to learn about other cultures and seeking and accepting 
feedback. The above discussion about the intelligent global leader leads us to the following 
propositions concerning Born Global Companies: 

P1: The leader in a Born Global Company is perceived by employees to have high cultural intelligence, being 

a) Fluent in more languages than their mother tongue 
b) In the adaption stage 
c) Interculturally Sensitive 
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3.4 The Global Mindset 
“A unique mindset, different from that of the past, is needed to effectively navigate the 21st 
century’s dynamic and complex competitive landscape” (Hit et al., 2003, p. 11) Or, as Os-
land et al. (2012) put it, today’s external complexity must be matched by an internal com-
plexity in the form of a global mindset. Scholars are in agreement that a global mindset is a 
necessary prerequisite for a global leader (Story, 2011). While not only scholars but also 
practitioners believe that a global mindset is important, substantial confusion exists what 
exactly the global mindset consists of (Story, 2011; Javidan & Teagarden, 2011). For the 
purpose of this thesis, the global mindset is defined as “an individual’s ability to influence 
individuals, groups, organizations, and systems that are unlike him or her or his or her 
own” (Javidan & Teagarden, 2011, p. 14).   

Javidan and Teagarden (2011) conducted exploratory research on the components of 
the global mindset and found three categories; intellectual capital, psychological capital and 
social capital. Similarly, Bird et al. (2010) introduced the three concepts of perception man-
agement, self-management and relationship management, which closely relate to Javidan 
and Teagarden’s (2011) categories, which can be seen in the following table: 

 

 

Jav idan and Teagarden (2011) Bird ,  Mendenhal l ,  S tevens  and Oddou (2010) 

 

Intellectual Capital Global business savvy Perception Management Cosmopolitanism 

 Cognitive complexity  Nonjudgementalness 

 Cosmopolitan outlook  Inquisitiveness 

   Tolerance of Ambiguity 

   Category inclusiveness 

Psychological Capital Passion for diversity Self-Management Optimism 

 Quest for adventure  Self-confidence  

 Self-assurance  Self-identity  

   Emotional resilience  

   Non-stress tendency  

   Stress management  

   Interest flexibility 

Social Capital Intercultural empathy Relationship Management Relationship interest  

 Interpersonal impact  Interpersonal engagement  

 Diplomacy  Emotional sensitivity  

   Self awareness  

   Social flexibility  

Table 3.2: Characteristics of the Global Mindset 

 



Leadership in Born Globals 

 
19 

 
Intellectual capital refers to an individual’s cognitive capabilities. It comprises global business 
savvy, or the knowledge of global industries, cognitive complexity, or the ability to under-
stand complex global issues, value networks and organizations, and a cosmopolitan out-
look, or cultural acumen (Javidan & Teagarden, 2011).  

Bird et al. (2010) introduced a similar but complementing concept relating to global 
leadership competencies termed perception management. It is concerned with the way people 
cognitively approach cultural differences, and is therefore closely related to intellectual 
capital.  Its first facet, cosmopolitanism is reflected in curiosity and interest in others people’s 
countries and cultures. It is related to Javidan and Teagarden’s (2010) cosmopolitan out-
look. The remaining four facets complement and extend Javidan and Teagarden’s (2010) 
concept of intellectual capital. Nonjudgmentalness refers to the degree to which leaders will 
hold back judgment on persons, situations or behaviours that are new and unfamiliar to 
them. Inquisitiveness concerns openness and interest towards new and unfamiliar behaviours, 
values or situations. Tolerance of ambiguity reflects the capability to manage uncertainty in un-
familiar and complex situations, when there is not one correct way of doing things. Finally, 
category inclusiveness represents the tendency to include and accept things and people based 
on common aspects as opposed to divide them into categories based on differences (Bird 
et al., 2010).  For simplicity reasons, we will term the summary of the mentioned concepts 
‘”Perception Management” in the remainder of this thesis.  

Psychological capital refers to a positive psychological profile, cosmopolitanism as well as 
passion for other cultures, and is related to cultural intelligence. It consists of respect and 
an open attitude toward other cultures and a passion for diversity, or a passion to learn 
about and explore other cultures, self-assurance, or personal traits such as resiliency, curios-
ity confidence, and a quest for adventure (Javidan & Teagarden, 2011). Luthans, Youssef, 
and Avolio (2007) extend the notion of psychological capital by defining it as “An individ-
ual‘s positive psychological state of development that is characterized by (1) having confi-
dence (self- efficacy) to take on and put in the necessary effort to succeed at challenging 
tasks; (2) making a positive attribution (optimism) about succeeding now and in the future; 
(3) persevering towards goals and, when necessary, redirecting paths to goals (hope) in or-
der to succeed; and (4) when beset any problems and adversity, sustaining and bouncing 
back and even beyond (resiliency) to attain success” (p. 3).  

Bird et al. (2010) termed a similar concept self-management, which refers to the degree of 
strength of identity that a person has, as well as their ability to manage their own feelings 
and stress. It relates to psychological capital in a way that both deal with the global leader’s 
personal characteristics. Optimism refers to the degree to which people preserve a positive 
outlook toward events or people. Javidan and Teagarden’s (2010) attributes of passion for 
diversity and quest for adventure extend this concept. Self-confidence is the degree to which 
people confine in their own abilities and also tend to take action to overcome obstacles and 
deal with challenges, and is in line with Javidan and Teagarden’s (2010) attribute of self-
assurance. Self-identity extends the notion of self-confidence, and refers to the degree to 
which people keep up personal values irrespective of situational factors, as well as a strong 
sense of identity. Emotional resilience refers to the degree to which an individual has the emo-
tional strength and resiliency to handle difficult cross-cultural situations. The next two fac-
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ets extend on this notion. Non-stress tendency is related to the amount of stress factors that 
people encounter in everyday work and social life regarding intercultural situations, and the 
resulting tendency to be influenced by them. In case people do experience stress, stress man-
agement is important. It refers to the degree to which people actively use stress-reducing 
techniques; therefore increasing emotional resilience and a non-stress tendency. Finally, the 
last complementing facet is interest flexibility. It is the preparedness to exchange personal in-
terests related to one’s own background and culture with similar, but still different interests 
from the host culture (Bird et al., 2010). Psychological capital has been noted to related to 
performance, work satisfaction, work happiness as well as organizational commitment. For 
simplicity reasons, we will term the summary of the mentioned concepts ”Self-
management” in the remainder of this thesis. 

Social capital refers to relationships of the leader both inside and outside the company. 
It consists of interpersonal impact, diplomacy, and intercultural empathy, or the skills to 
mobilise people globally (Javidan & Teagarden, 2011). Hitt et al. (2003) stress that social 
capital is becoming more and more important in the increasingly complex and uncertain 
global marketplace. The relationships built through social capital facilitate action within and 
outside the company, create strategic flexibility for the company and thereby value. At the 
roots of social capital lies trust. Leaders must have good communication skills and nurture 
a mindset of trust throughout the entire company to eventually build social capital (Hill et 
al., 2003).  

Bird et al. (2010) introduced the complementing concept of relationship management, 
which refers to a person’s orientation towards relationships, how aware they are of others’ 
communication styles and values, as well as of themselves and their impact on other peo-
ple. This dimension is concerned with the way mental structures shape behaviours, particu-
larly in respect to intercultural relationships. Relationship management has five facets. Rela-
tionship interest builds the basis; it refers to the degree to which people show awareness and 
interest in their social environment. Interpersonal engagement takes it a step further and refers 
to the extent to which people have the interest and willingness to start and maintain rela-
tionships with people from other countries and cultures. Emotional sensitivity is the degree of 
awareness and sensitivity that a person has towards the feelings of another person. The last 
two facets add on to the concept of social capital, as they are more concerned with the 
leader’s role within the relationship, than the relationship itself. Self awareness is concerned 
with the degree to which a person is aware of their own strengths and weaknesses related 
to interpersonal skills; their values and philosophies; their acknowledgement of how past 
experiences have shaped them as a person; and again the impact their behaviour and values 
have on relationships with other people. Finally, social flexibility refers to the degree to which 
a person presents themselves to other people in order to create a favourable impression 
and subsequently enhances relationship building (Bird et al., 2010). For simplicity reasons, 
we will term the summary of the mentioned concepts ‘”Relationship Management” in the 
remainder of this thesis. 

Hollenbeck (2001) adds another competency, which is unrelated to the three described 
competencies; however underlies and is important for all of them; namely the competence 
to learn from past experiences, and a willingness to learn new information. This meta-
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competency is called deutero learning, or the ability to learn how to learn (Hollenbeck, 
2001).  

The above-mentioned competencies show that a global mindset is important for global 
leadership success both at the organisational and personal level of the leader. The global 
mindset serves as a basis, and is a requirement for, universally applicable leadership compe-
tencies that every leader in a global context should be capable of. Choi et al. (2012) define 
these as a “core” of similar management practices. Campbell (2005) suggests two categories 
of competencies; those that can be shared or delegated and those that the leader must have 
personally. The first category comprises establishing a vision, management of goals and re-
sources, empowerment of employees, diplomacy or the competence of fostering and maintain-
ing coalitions with important parties to the company, appropriate and constructive feedback 
and finally entrepreneurialism, or finding future opportunities for the company. It focuses on 
creativity and innovation, thinking outside of the box, recognizing opportunities others 
have missed, calculated risk-taking and persistence (Campbell, 2005). Entrepreneurialism 
should be stressed throughout the organization to facilitate innovation. Therefore, leaders 
must encourage and support subordinates in entrepreneurial behaviour (Hitt et al., 2003). 
The second category Campbell (2005) mentions includes three personal competencies a 
global leader must have. The competencies are a personal style that sets an atmosphere of op-
timism, competence, integrity and inspiration, personal energy, which refers to the energy a 
leader must have to live a disciplined lifestyle with the necessary energy to handle the phys-
ical demands that company leadership puts on individuals, and multi-cultural awareness, which 
includes being comfortable and experienced when dealing with individuals of different cul-
tures, demographics and ethnicity (Campbell, 2005). To employ these universally applicable 
leadership behaviours, however, the leader must have a global mindset. This leads us to our 
second proposition.  

P2: The leader in a Born Global Company is perceived by employees to have a global mindset, being capa-
ble of 

a) Perception Management 
b) Self-Management 
c) Relationship Management 
d) Deutero Learning 

3.5 Leadership In Born Global Companies 
We have now analysed the profile of a global leader, as theory suggests. In the limited re-
search that has been done on leadership in Born Globals, the themes entrepreneurship and 
vision have been particularly stressed. In Born Global Companies, the founder(s) often act 
as CEOs, meaning that they particularly shape the vision and communicate the importance 
of entrepreneurship from the top. They are often characterized as charismatic individuals 
that are very involved with their venture (Wictor & Andersson, 2012). Therefore, the 
founder/CEO of a Born Global has particular influence on the organisational culture, es-
pecially in the first few years after a company’s inauguration (Javidan et al., 2010). This in-
cludes the way in which leadership within the company should be exercised. After the cul-
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ture has been established, the founder/CEO is willing to share their power and decentral-
ize leadership to many levels in the company (Wictor & Andersson, 2012).  A strong cul-
ture also influences human resource practices, as employees must fit into a company’s cul-
ture in order for the organisation to function effectively (Alon & Higgins, 2005). The 
founder/CEO of the venture has the responsibility to shape the company in a way that at-
tracts people that are the right people for the company, and keeps them there. This means 
that they should lead by example, embrace diversity, encourage entrepreneurship, and fos-
ter the development of a global mindset within the company, to name only a few (Javidan 
et al., 2010). The emphasis on entrepreneurship, and the importance of cultural intelligence 
and a global mindset in the Born Global Company leads to the following third proposition.  

P3: The global leader affects the entrepreneurial attitude of individuals in Born Global Companies through 
a) Cultural intelligence 
b) The global mindset 

3.6 Developing Global Leaders 

Global leaders are not born, but made. Training people to work internationally is a long-
term and developmental process (Deal et al., 2003). As follows from the previously ana-
lysed literature, being an effective global leader requires various different, however over-
lapping skills and capabilities. Authors have several different views on how to develop 
global leaders, although many opinions overlap significantly. For example, Birchall, Hee 
and Gay (1996) claim that to develop global leaders, the best strategy is to teach individuals 
the basics, and subsequently teach them deutero learning, or learning how to learn (Hol-
lenbeck, 2001). Literature suggests there are generally three ways to develop a global leader, 
namely through adaption, international experience and training.  

Adaption refers to simple exposure to other cultures early in life, or early in one’s career. 
Deal et al. (2003) claim that, if a person has been exposed to different cultures, they 
acknowledge that other culture as familiar, resulting in less anxiety and more positive feel-
ings when dealing with other cultures. These individuals have a broader sense of what is 
familiar and what is not, and will be less threatened by the outlook of dealing with other 
cultures than those who have not been exposed to different cultures earlier. Actually, for 
many people the anxiety of dealing with other culture can result in a culture shock – which 
is a form of anxiety resulting from misunderstanding and confusion about commonly un-
derstood manners of cultural interaction. However, individuals can treat this culture shock 
as a starting point for the development of cultural adaption, which means analysing one’s 
own set of cultural values, and then to “investigate, reintegrate and reaffirm its relationship 
to others” (Deal et al., 2003, p. 153). Furthermore, as Triandis (2006) puts it, learning to 
put  “oneself in the shoes of members of the other culture” (Triandis, 2006, p. 22) helps 
individuals to develop a healthy critical attitude towards one’s own culture, and openness to 
other cultures.  

The concept of international experience is related to the concept of adaptation, since ex-
posure to different cultures usually involves time spent abroad. Alon and Higgins (2005) 
specifically state that international experience is an important tool to develop cultural intel-
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ligence. Story (2011) adds that international experience at the beginning of an individual’s 
career, and international management development are important to develop a global 
mindset. Hollenbeck (2010) claims that people’s lives are often transformed when having 
the experience of living in another country. It helps them develop a global mindset, becom-
ing cosmopolitan, and extending their perspectives and finally changing their cognitive 
maps. However, some international experiences are more valuable than others. Individuals 
that go abroad and have to interact effectively with locals, find that adjusting to the local 
culture is desirable, valuable and it enhances the experience abroad (Hollenbeck, 2001). 
Similarly, Ng, Van Dyne and Ang (2009) claim that international experience alone does not 
guarantee that learning from this experience takes place. However, this experience-based 
learning is of utmost importance for the global leader to make the best use possible of their 
international assignments.   

The experiential learning theory states that learning is a process that consists of four 
stages; concrete experiences, which are specific events, reflective observations based on the concrete 
experiences that have taken place earlier, abstract conceptualization, which is the process of as-
similating and interpreting the observations, and finally active experimentation, or taking action 
based on the newly observed concepts. Individuals must go through all of these processes 
for learning to take place. However, Ng et al. (2009) warn that not every international expe-
rience allows learning, as well as that not all individuals are equally likely to learn from 
them.  Both the individual leader and the company can influence the usefulness of interna-
tional experience. The leader must have appropriate prerequisites such as cultural intelli-
gence, and the company must actively design the international experience to enhance learn-
ing. If employees are isolated from locals, have no time for self-reflection, or goals are set 
for the short-term, learning is unlikely to happen. The company can undertake several ac-
tions to facilitate learning based on the experiential learning process. To foster concrete 
experiences the company can structure the international assignments in a way that fosters 
interaction with locals, and reward individual leaders for acquiring knowledge about the lo-
cal culture and learning foreign languages. To enhance reflective observation the company 
should include modules for personal reflections in the assignment and ask leaders to keep a 
journal to document experiences. To enhance abstract conceptualisation, the company can 
provide training on reasoning skills and inductive logic, to encourage leaders to engage in 
developing a general understanding about cultures, and inform leaders about how these 
skills can be used across settings in future jobs. Finally, to reinforce active experimentation 
the company can provide incentives for leaders to set specific goals for experimentation 
and exploration and provide coaching and mentoring possibilities for the development of 
leaders to give them feedback (Ng et al., 2009). Therefore, to actually extract learning from 
an international assignment, the quality of the experience is important, not only the quality 
of the assignment. Companies must make sure to not only provide experience for their 
global leaders, but also provide experiential learning (Ng et al., 2009). 

Training can take place in many forms to develop cultural adaptability. For example, 
Deal et al. (2003) suggest that making an individual more aware of their own prejudices and 
biases might motivate them to adapt their behaviour to achieve a better fit with their envi-
ronment. Another training method uses cultural assimilators, working with a controlled 
form of real experiences, providing trainees with real scenarios and various choices for how 
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to respond, and finally feedback on their choices (Deal et al., 2003; Triandis, 2006). Other 
ways of training include simulations, role-plays, lectures, reading literature on cultural dif-
ferences, and workshops (Deal et al., 2003). Adequate hiring requirements and the devel-
opment of leaders are of great importance, leading us to the following proposition:  

P4: Human resource management in Born Global Companies influences global leadership development in 
the company through 

a) Hiring requirements 
b) The planning of international assignments 
c) The provision of training 
d) Teaching deutero learning 
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4 Methodology 
In this section we will describe the research methodology we have employed. We will explain and rationalise 
choices of a deductive approach, descripto-explanatory approach with concurrent mixed methods research, the 
forms that quantitative and qualitative research aspects took, as well as the choice of a case study research 
strategy, the cross-sectional study approach and the methods used for data analysis. Finally, we will state 
limitations to our research.  

In the previous sections we have thoroughly explained the two main terms of this thesis, 
Born Global Companies and Global Leadership. We have also clarified the importance of our 
purpose of analysing leadership in Born Global Companies. To fulfil the purpose, we con-
ducted two types of research to gain a better and clearer understanding of global leadership 
in Born Global Companies. We have chosen the company Prezi, which will be presented in 
more detail in the next chapter, to analyse leadership in practice. In the next sections we 
will explain our research methodology. We have followed the structure of the research “on-
ion” as presented by Saunders, Lewis and Thornhill (2009). 

4.1 Research Approach 
The purpose of this thesis is to analyse global leadership in Born Global Companies, as 
compared to the global leadership literature, and the influence it has on the entrepreneurial 
attitude of the individual employee. To do this, we moved from theory on global leadership 
down to the example of global leadership in the practical context of Born Global Compa-
nies. This approach is a deductive approach (O’Leary, 2007). The aim of this thesis is to 
examine and evaluate the propositions that have been deducted from the theoretical 
framework, as stated in the section “Global Leadership”. We based our empirical research 
on theoretical findings, such as the requirements of cultural intelligence, and a global mind-
set for a global leader, to test them in the empirical field. We constructed propositions that 
we, in turn, tested on a practical example, in this case the Born Global Company Prezi.  

The propositions, and, therefore, the theoretical framework can be summarised under 
the following research model:  

Figure 4.1: Research Model 

The Global Leader 

• Cultural Intelligence 
• Global Mindset 

The Born Global Company 

• International operations from/near inception 
• Entrepreneurial/leadership behaviour nurtured 

Individual Outcome 

• Entrepreneurial  
Attitude 

Feedback  

• Development of Leaders 
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In accordance to the research model, the following propositions have been examined: 

Proposition 1: The leader in a Born Global Company is perceived by employees to have 
high cultural intelligence; being 

a) Fluent in more languages than their mother tongue 
b) In the adaption stage 
c) Interculturally Sensitive 

Proposition 2: The leader in a Born Global Company is perceived by employees to have 
a global mindset; being capable of 

a) Perception Management 
b) Self-Management 
c) Relationship Management 
d) Deutero Learning 

Proposition 3: The global leader affects the entrepreneurial attitude of individuals in 
Born Global Companies through 

a) Cultural intelligence 
b) The global mindset 

Proposition 4: Human resource management in Born Global Companies influences 
global leadership development in the company through 

a) Hiring requirements 
b) The planning of international assignments 
c) The provision of training 
d) Teaching of deutero learning 

4.2 Research Design 
To fulfil the purpose of this thesis, we need to gain a clear picture of what leadership at 
Prezi looks like. As we do not solely want to describe what leadership at a Born Global 
Company looks like, but we want to draw conclusions from the comparison to theory, a 
solely descriptive approach is not sufficient. The descripto-explanatory research allows us 
to gain insights into the Born Global Company, with the base of global leadership theory, 
to finally derive conclusions from our findings (Saunders et al., 2009).  

To fulfil the purpose, we collected data from both the company as a whole through a 
survey and complementary follow-up interviews; and in particular from the HR-
department. We collected data in a single phase of data collection to evaluate them together 
and gain a deeper understanding of the matter. The collection techniques have been used 
for the same purpose, but have not been combined with one another; therefore the design 
is a concurrent mixed methods research design (Saunders et al., 2009).  

4.2.1 Quantitative Research 

The purpose of our quantitative research is to gain information about the global leadership 
characteristics of immediate leaders to Prezi employees, and the employees’ entrepreneurial 
attitude. Limitations to the validity of such an undertaking are restrictions on travel possi-
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bilities, interviewer bias, meaning that the respondents answer what the interviewer would 
like to hear, as well as subject bias, meaning that the respondents only talk favourably about 
their supervisor because they are afraid of repercussions. These limitations led to the choice 
of a digital questionnaire, since benefits are that geographical location plays no role, there is 
no interviewer bias, and responses are automatically treated anonymously (Saunders et al., 
2009). We have distributed it through the  “Google docs” system, as our contact person at 
Prezi informed us that this is common practice at the company. To increase responses, our 
contact person was willing to ask the CEO to send out the questionnaire to all employees 
of Prezi.  

In the questionnaire we inquired about employees’ perception of their respective lead-
ers. This implies that we do not perform self-perception research, but work from the per-
spective of employees, capturing their viewpoint. This complements previous research, as 
most tools to measure global leadership characteristics are based on self-perception (Saun-
ders et al., 2009).  

In order to ensure that the results are valid for our research, we constructed questions 
related to cultural intelligence and the global mindset based on the theoretical framework. 
A few adaptions had to be made to make the questionnaire more user-friendly: 

• Cosmopolitanism and cosmopolitan outlook have been summarised under one 
question, as they cover the same concept 

• Self-confidence and self-assurance have been summarised under one question, as 
they cover the same concept 

• Emotional resilience and non-stress tendency have been summarised under one 
question, as they cover similar concepts 

• The passion for diversity has not been included as a separate question, as it can be 
seen as part of cultural intelligence and has been covered in this set of questions. 

• Optimism and quest for adventure has been summarised under one question, as 
they cover similar concepts 

• Interest flexibility has not been included as a separate question, as it can be seen as 
part of cultural intelligence and has been covered in this set of questions.  

The Global Entrepreneurship Monitor (GEM) consortium (2011) served as a guideline to 
construct questions related to the entrepreneurial attitude of individuals in the company.  

We have chosen to use a scale-type questionnaire, as it gave us the possibility to measure 
the degree of cultural intelligence and global mindset that the respective leader comprises. 
We decided to use the seven-point Likert scale. It minimises the errors and bias related to 
the reliability of the questionnaire (Preston & Coleman, 2000). Furthermore, the usage of 
such a scale creates a finer response to questions. This allows the participants to give a 
more accurate answer to the questions. The scale ratio we used throughout the question-
naire is shown in table 4.1. 
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1 Completely False 

2 Mostly False 

3 Somewhat False 

4 Neutral 

5 Somewhat True 

6 Mostly True 

7 Completely True 

Table 4.1: Scale Ratio 

To assess the validity of our questionnaire, we checked its coverage of theory. Our exten-
sive theoretical framework includes all important aspects of the global mindset and cultural 
intelligence that have been found in the literature up to this date. Further, assessing criteri-
on-related validity, the questions have been formulated to be understandable, but closely 
related to cultural intelligence and the global mindset, so that we can make accurate predic-
tions from results (Saunders et al., 2009).  

The active response rate (ARR), as calculated by Neumann in Saunders, et al. (2009), was: 

!""! !".!!% = !"#$%!#!!"!!"#$%&#"#!(17)
!"#$%!#!(120)− (!"#$!!"#$%!(3)+ !"#$%&ℎ!"#$!(0)) 

The response rate was approximately 14.5 per cent. This was a lower response rate than 
expected. We were able to send out a questionnaire, and one reminder five days later. We 
asked to send out a second reminder four days afterwards, however the CEO of Prezi was 
reluctant to send out more reminder, to not keep employees from working on their tight 
schedule. This has influenced the reliability of the questionnaire, meaning that the results 
are less generalisable, and the responses should be seen as indicators to certain characteris-
tics and behaviours only. The low response rate led us to having to locally generalise the re-
sults of the questionnaire, meaning that the responses given by the employees of Prezi, 
have been treated as generalised results for the company.  

4.2.2 Qualitative Research 

To research the development of global leaders in Prezi, we conducted an interview with the 
human resource department located in the Budapest office, to acquire information con-
cerning the hiring and training of leaders. The interview was a semi-structured interview. 
This approach allowed us to cover the main questions that derived from the theoretical 
framework, while at the same time giving room to the interviewee to go into depth of spe-
cific topics that are of importance, giving us insights into human resource management 
practice where it differs from theory.  

We can assume that the information we have obtained is reliable. Questions have been 
asked in a neutral manner without giving implications as to which response the interviewers 
wanted to hear, therefore ruling out interviewer bias. Also interviewee bias can be ruled 
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out, as the topic of the interview was strictly concerned with general work practices, no 
sensitive questions about personal opinions or own work performance have been asked 
(Saunders et al., 2009). 

Additionally to the interview with the human resource department, due to the low re-
sponse rate in the questionnaire, we decided to complement the results of the survey with 
qualitative results acquired through a follow-up interview with one of the respondents from 
the company. The interview was aimed to gain deeper insights into how the respondent 
perceived their leader, as well as additional insights about the entrepreneurial attitude.  

An overview of the interviews can be seen in table 4.2, and transcriptions can be found in 
appendices IV and V. 

Respondent Position in the 
Company 

Date Length Interview 
method 

Respondent A Junior Human Re-
source Manager 

7th of May 40 min. Skype 

Respondent B Support 10th of May 15 min. Skype 

Table 4.2: Overview of the Interviews 

4.3 Research Strategy 
As the purpose of this thesis is to explore global leadership within the context of a Born 
Global Company, we have adapted the case study strategy. A case study strategy is “a strat-
egy for doing research which involves an empirical investigation of a particular contempo-
rary phenomenon within its real life context using multiple sources of evidence” (Robson, 
2002, p. 178 in Saunders et al., 2009, p. 145). We have adapted the single case study ap-
proach as research on the topic of leadership in Born Globals has, to our knowledge, not 
yet been sufficiently observed and analysed. We have focused on the company as a whole 
for our quantitative research, and also included qualitative research to gain a deeper under-
standing of the meaning of the results. Furthermore, we have focused on the human re-
sources department in our qualitative research, to gain a deep understanding of the HRM 
practices at Prezi (Saunders et al., 2009).  

We have opted for the case study approach in order to gain a rich understanding of 
the context and the processes, in this case global leadership in Born Globals, to answer 
question such as “What does global leadership look like at Prezi?”, “How is HRM involved in the de-
velopment of global leaders at Prezi?”, “Why is global leadership in Born Global Companies the way it 
is?” and “How does this influence the individual employee?”. 

4.4 Time Horizon 

Our aim is to understand global leadership in a Born Global Company, however not how 
leadership develops over a period of time. Thus, our research is a cross-sectional study 
(Saunders et al. 2009). Benefits of a cross-sectional study include that we can gain a deep 
insight into our subject, Prezi, in a relatively short time. Longitudinal studies allow a very 
deep insight into the subject, but also require longer periods of time, and have the risk to 
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interfere with the company and also with the results, as respondent bias may become an is-
sue. To understand developments, another cross-sectional study can be conducted at a later 
point in time. This has less risk of interfering with the company business, and the results, 
than a longitudinal study (Saunders et al., 2009).   

4.5 Data Analysis  
For the analysis of the quantitative data we used SPSS. To analyse the data in a meaningful 
manner, we examined the responses of the questionnaire in different ways. First we calcu-
lated the average scores for leaders on cultural intelligence and global mindset characteris-
tics and compared them to statements as made in the theoretical framework, to see which 
characteristics are more prevalent or uncommon in practice than in theory. This part refers 
to the leaders as perceived by their followers. The method we have used is the ‘compare 
means’ method. This way we could directly analyse which dimensions of the global leader 
were more prevalent in practice than others. For the purpose of this thesis, we have set the 
minimum average for every question to 5, 5 (Meaning in the questionnaire: mostly true). 
This means that if a leader receives an average of less than 5.5 on a specific statement, the 
leader is interpreted to lack skill in this area. Further, if less than 80% of the statements in a 
specific set reach an average of less than 5.5, the proposition is assumed rejected. Finally, if 
more than 50% of sub-propositions have been rejected, the complete propositions will be 
rejected. 

After having analysed leadership at Prezi as compared to theory, we analysed the influ-
ence that global leadership has on the followers, in this case the employees, specifically in 
terms of entrepreneurial attitude. To understand correlations between leadership in Prezi 
and the entrepreneurial attitude of the individual employee, we asked respondents to rate 
their entrepreneurial attitude before they started working at Prezi and their entrepreneurial 
attitude at this point in time. Furthermore, we analysed the relationship between the entre-
preneurial attitude and both age and gender in the company. This way we could see wheth-
er individuals of different gender or age react differently to the same type of leadership in 
terms of entrepreneurial attitude. For this analysis we used the compare means method in 
order to see general changes in the entrepreneurial attitude before and after started working 
at Prezi as compared to gender and age. Finally, we analysed the relationship between the 
cultural intelligence and the global mindset the leader possesses, and the individual entre-
preneurial attitude of employees; to understand if a high level of cultural intelligence and 
global mindset has a positive influence on the entrepreneurial attitude of individuals. Due 
to the fact that the total number of responses was lower than expected, we could not run 
statistical analysis, such as a factorial analysis. Therefore we interpreted the data to make 
assumptions about whether the characteristics of the global leader influence the entrepre-
neurial attitude of the individual.  

The independent variable in this context is represented by the global leadership characteris-
tics, namely the global mindset and cultural intelligence. The dependent variable is the en-
trepreneurial behaviour of the individual that is assumed to change through the influence 
of the global leader’s characteristics (Saunders et al. 2009). 
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To analyse the qualitative data, we examined the interviews in a pure and direct man-
ner as described by Eisenhardt (2009). Both interviews have been recorded and transcribed 
to analyse the results in a thorough manner. As we employ a deductive approach, we orga-
nized and interpreted our findings directed by our framework (Saunders et al., 2009).  

4.6 Research Limitations 
The limitations to our research comprise the interpretation of the researchers and the in-
terviewees of questions. Although we have ruled out both interviewer and interviewee bias, 
it is possible that questions or responses have been misinterpreted, as the language that has 
been used is neither our native language, nor the native language of all Prezi employees. 
Furthermore, there have been time restrictions; we were not able to generate sufficient re-
sults from the questionnaire to run statistical analyses, which affected both the extent of 
analysis and the validity of the questionnaire. A follow-up interview has been conducted 
with one of the respondents to elaborate on her answers, in order to increase the validity of 
our results. The last factor that has limited us in our research regards financial considera-
tions. Visiting the company, observing leaders and having face-to-face interviews would 
have led to deeper insights into the subject matter.   
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5 Prezi 
The company, with which we performed our case study, is Prezi. Prezi is considered a Born Global Com-
pany, as it has been operating globally from year one. This section will briefly explain who Prezi is, and 
stating why this company is suitable for our research. 

Adam Somlai-Fischer, Peter Halacsy and Peter Arvai founded Prezi in 2009 in Budapest, 
Hungary. The idea of Prezi started with Adam Somlai-Fischer, who was exploring 
zoomable user interfaces (ZUI), for personal interests. Peter Halacsy, professor at the Bu-
dapest University of Technology, noticed this study. He was very interested in the idea of 
using a zoomable interface to express and distribute thoughts and ideas. Both Adam and 
Peter H. had a background in technology, and they needed someone who could market this 
novelty idea. Peter Arvai was recruited to be the serial entrepreneur of the company, in or-
der to get Prezi launched onto the market. With these actors in the game, Prezi, with its 
main product, cloud-based presentation software, was born. 

The entrepreneurs launched Prezi in 2009 in Budapest and in the autumn of 2009, 
Prezi opened its US headquarters in San Francisco. Prezi can be considered a Born Global, 
when consulting the definition given by Knight and Cavusgil (2004), as it is one of the 
“business organizations that, from or near their founding, seek superior international busi-
ness performance from the application of knowledge-based resources to the sale of outputs 
in multiple countries” (p. 124). The definitions relates to the business practices performed 
by Prezi. They have sought international performance within their first year. Also they 
scavenged their knowledge-based resources (e.g. technological and business knowledge) 
from different countries to launch their business. 

The company currently has approximately 122 employees operating in Budapest, San Fran-
cisco and Korea, hailing from 20 different countries and speaking 7+ languages, which im-
plies that Prezi operates in an international external, as well as internal environment. Prezi 
works with a flat hierarchy, and the internal environment of Prezi shows that the employ-
ees do a lot of things together. The work environment of Prezi is designed to inspire and 
their culture is the “work hard, play hard” culture (Kuratko, Morris & Covin, 2011). Prezi 
is a SaaS (Software as a Service) company that operates with a freemium business model. 
Freemium packages are packages that are free of charge for end users, however have some 
limitations (e.g. not able to use company logo, no off-line work possibilities). Besides these 
freemium packages, Prezi offers also premium packages, in which companies can use the 
company logo and work off-line. Nonetheless, as a freemium operator, Prezi managed to 
be cash flow positive from year one. 

Their innovative and entrepreneurial behaviour can best be described through the ex-
ample Prezi (2013) gives about the blackboard. With the invention of the blackboard, 
teachers were able to visualise their conversation, the whiteboard did this as well, and add-
ed the fact that it could be used for interaction. Prezi states that they provide “a virtual 
whiteboard that transforms presentations from monologues into conversations: enabling 
people to see, understand, and remember ideas” (Prezi, About, 2013). They continue by 
stating that “seeing is believing” and that “a picture can tell a thousand words”. Prezi pro-
vides the framework to create this picture. Prezi is mostly used to demonstrate these ideas 
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by businesses, educational institutions, and conferences (e.g. TEDx). Currently, they have 
over 19 million users worldwide. Furthermore, from their inception, Prezi has won several 
awards, which include being in the Times top 50 of best websites, Best of e-Learning 
award, and the Deloitte Fast 50 “Rising Star” award.  

Prezi is the suitable company for our research as it fits the characteristics of a Born Global 
Company, which have been discussed in chapter 2.2.2. To illustrate some practical exam-
ples, the company was operating on two different continents within their first year, thus, a 
high activity in international markets. Another example that indicates that Prezi is a Born 
Global is the emphasis on the differentiation strategy, where Prezi focuses on zoomable 
user interfaces. 
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6 Results and Analysis 
The results of the questionnaire have been analysed according to the propositions formulated from the theo-
retical framework. Two out of four propositions have been confirmed. The remaining two propositions, relat-
ed to the entrepreneurial attitude of the individual, and the involvement of human resource management in 
the development of global leaders have been rejected.  

6.1 Proposition 1: Cultural Intelligence 
In the theoretical framework, we have proposed that cultural intelligence consists of the 
leader being fluent in more languages than their mother tongue (Alon & Higgins, 2005), 
being in the ”adaption stage” (Bennett, 1993) and finally being interculturally sensitive 
(London & Sessa, 1999). We will now look at the scores that Prezi employees gave their 
leader for the respective skills and characteristics.  

 
Figure 6.1: Languages Spoken at Prezi 

On average, the leader at Prezi speaks two languages. In percentages, 71 per cent of the re-
spondents claim that their leader speaks one more language than his or her native language, 
24 per cent speak two more languages, and only 6 per cent speak only their native language. 
This outcome is in accordance with our proposition that the leader is fluent in more lan-
guages than their mother tongue. This is an important prerequisite to build cultural intelli-
gence, as no culture can be completely understood without speaking the language of the 
culture they work in. Being a Born Global Company, the common language at Prezi is 
English. Lessons in Hungarian are offered at the Budapest office, however, Prezi does not 
see itself as a Hungarian start-up with a Hungarian culture, but as a Global start-up with a 
unique Prezi culture, which is why speaking Hungarian is not a requirement for Prezi em-
ployees (Alon & Higgins, 2005). This proposition has been confirmed. 
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The second proposition is concerned with the leaders’ cultural adaptability capabilities. On 
average, employees perceive that their leader has the ability to adapt to a different culture 
(Average of 6.0, mostly true). In percentages, we can say that 47 per cent of respondents 
perceived this statement as completely true, 29 per cent as mostly true and 24 per cent as 
somewhat true. Only 6 per cent stated that the statement is somewhat false. It means that 
the leader is in the “adaption stage”, according to Bennett (1993), and he or she can experi-
ence a culture different from his or her own, and based on these experiences adapt to act 
and react with appropriate feelings and behaviours. The proposition that the leader is in the 
adaption stage has been confirmed. 

The last proposition is concerned with the intercultural sensitivity of the leader, and has 
been covered by five questions, treating areas of intercultural sensitivity mentioned by 
London and Sessa (1999). The highest average score within cultural intelligence has been 
given to the statement that the leader is comfortable with dealing with different cultures 
(Average of 6.41, mostly true). Slightly less, on average a score of 6.12 (Mostly true) has 
been awarded to the statement that the leader correctly recognizes cultural differences. The 
leaders in Prezi show empathy for people of other cultures and a willingness to learn about 
other cultures, since employees perceived these statements as mostly true with an average 
of 6.35 (Mostly true) and 6.29 (Mostly true), respectively. It can be seen that the global 
leader in Born Globals is very interculturally sensitive. Finally, an average of 5.41 (Some-
what true) has been given to the statement that the leader actively seeks feedback. This as-
pect received the lowest score for the intercultural sensitivity. Actively seeking and accept-
ing feedback is an important aspect to be able to develop as a global leader.  

Figure 6.2: Results for Cultural Intelligence 
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However, although the score for seeking and accepting feedback is, in relation, rela-
tively low, the remaining scores for intercultural sensitivity are high, which means that the 
final proposition is confirmed. These results are supported by statements from a follow-up 
interview we have had with one respondent (Respondent B). She confirmed that there are 
many different cultures at Prezi, and that this can sometimes lead to problems and misun-
derstandings. Her leader reacted to a recent problem with an email that advised employees 
to be flexible with different cultures, to realise that a person from one culture does not 
necessarily feel the same way about a certain situation as a person from a different culture. 
He encouraged employees to not just accept that there are different cultures, but to learn 
from them. Further she stated that there are always stories and reminders circulating in the 
company, stating that everyone should be culturally sensitive. For example, one email told 
the story of the cultural clash of a Spanish and a Puerto Rican employee, and how they 
dealt with it. Cultural learning at Prezi is never final, as another example she gave shows. 
Recently an African American started at the company, the first one in company history. For 
most of the Hungarian employees, this seemed to be a big cultural issue, as African Ameri-
cans are a minority in Hungary. Prezi employees must stay open for cultural differences 
and keep learning.  

This leads to the final conclusion, that the leader in a Born Global Company has high cul-
tural intelligence.  

√ The leader in a Born Global Company has high cultural intelligence, He/ she is 

 √ Fluent in more languages than their mother tongue  
 √ In the adaption stage 
 √ Interculturally Sensitive 
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6.2 Proposition 2: The Global Mindset 
For the purpose of the survey, the global mindset has been separated into four parts, as de-
scribed in the theoretical framework; perception management, self-management, relation-
ship management and finally deutero learning. We will look at each part separately. 

 

 

 

 

Perception management is concerned with the way that people cognitively approach cul-
tural differences (Bird et al., 2010). It has been covered by seven questions in the survey. 
On average, respondents perceived that their leader is knowledgeable of global industries; 
i.e. the leader has global business savvy (Average of 6.0, mostly true). Slightly more respond-
ents perceived that the leader is able to understand complex global issues, therefore com-
prises cognitive complexity (Average of 6.24, mostly true). On average 5.53 (Mostly true), 
which is the lowest score that has been given within perception management, received the 
statement that their leader holds back judgement on people, situations or behaviours that 
he or she is not familiar with, until he or she has sufficient information to be able to make a 

Figure 6.3: Results for Perception Management 
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justified judgment; termed nonjudgementalness by Bird et al. (2010). On average a score of 
6.06 (Mostly true) has been given to the statement leader is open and interested toward 
new and unfamiliar behaviour, or comprises inquisitiveness. A lower average of 5.82 (Mostly 
true) has been given by respondents to the statement that their leader is capable of manag-
ing uncertainty in unfamiliar and complex situations, when there is not one correct solu-
tion, or has a high tolerance of ambiguity. The highest average within perception management 
received the statement that the leader shows interest and curiosity in other people’s cultures 
and countries, or comprises cosmopolitanism (Average of 6.35, mostly true). Finally, a an av-
erage of 6.12 (Mostly true) has been given to the statement that the leader has a tendency 
towards category inclusiveness, meaning that they rather accept things based on common as-
pects than divide them into different categories based on differences. Given that, on aver-
age the respondents perceived that all dimensions of perception management are mostly 
true for their leader, thus, the proposition has been confirmed.  

 

 

 

Figure 6.4:  Results for Self-management 
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Self-management refers to a positive psychological profile of a person, as well as the ability 
to manage own feelings and stress (Bird et al., 2010). An average score of 5.65 (Mostly true) 
has been given to the statement that the leader has a quest for adventure, which also includes 
optimism, or having a positive outlook towards events or people. A higher score of 6.29 
(Mostly true) on average has been given to leaders for trusting in his or her own capabili-
ties, or having self-confidence. The highest average score within self-management has been 
awarded to the leaders have a sense of self-identity (Average of 6.35, mostly true), meaning 
that the leader keeps up his or her personal values, irrespective of situational factors. The 
leaders received a slightly lower score (Average of 6.06, mostly true) for being capable of 
handling difficult cross-cultural situations without being affected by negative stress, which 
confirms emotional resiliency and a non-stress tendency. Finally, the lowest score within self-
management has been given to the statement that leaders actively manage their stress (Av-
erage of 4.88, somewhat true). Active stress management is important to increase emotion-
al resiliency and a non-stress tendency. In total, respondents confirm that it is mostly true 
that their leader is capable of self-management, therefore the proposition has been con-
firmed. 

 

 

 

Figure 6.5: Results for Relationship Management 
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According to Bird et al. (2010), relationship management deals with a person’s orientation 
towards relationships, and how aware they are of others and themselves within these rela-
tionships. On average, employees perceive that it is mostly true (Average of 6.06) that their 
leader has intercultural empathy, which can be seen in a person’s capability to mobilise people 
globally. A slightly smaller average (5.71, mostly true) has been given to the statement that 
the leader has a positive interpersonal impact on others in relationships. High average scores 
have been given to the statements that the leaders have the capability of building and main-
taining international relationships; or diplomatic skills, and that they have relationship interest 
and show awareness and interest in his or her social environment (Averages of 6.47, mostly 
true).  Interpersonal engagement, or the willingness to start and maintain intercultural relation-
ships, has received the highest average within relationship management (6.53, completely 
true).  An average of 5.76 (Mostly true) has been given to the statement that the leader has 
emotional sensitivity towards other people’s feelings, and is aware of how his or her behaviour 
and values affect others, meaning he or she has an accurate self-awareness. Only a score of 
4.47 (Neutral) has been given to the social flexibility of the leaders. This is the lowest average 
score within relationship management.  Social flexibility refers to the degree to which an 
individual presents him-or herself differently to people from different cultures in order to 
create a favourable impression. Possible reasons for the low score include that people do 
not see social flexibility as a highly desirable attribute, and possibly one that is in conflict 
with self-identity, in which the leader scored very high. Although the leaders have not been 
seen as highly socially flexible, the remaining scores for relationship management are very 
high. Therefore the proposition has been confirmed.  

Finally, an average score of 5.88 (Mostly true) confirms that the leader is capable of the 
metacompetency deutero learning, or learning how to learn. This score affirms the last propo-
sition in the global mindset.  

The results show that the leaders in Prezi have a high level of the global mindet, with some 
exceptions. Still, it is clearly confirmed that the global mindset is a characteristic that can be 
found throughout Prezi. An extensive table with all the results is presented in appendix III. 

√ The leader in a Born Global Company has a global mindset, he/she is capable of 

 √ Perception Management 
 √ Self-Management 
 √ Relationship Management 
 √ Deutero Learning 
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6.3 Proposition 3: The Entrepreneurial Attitude 
Our third proposition is concerned with the entrepreneurial attitude of the individual em-
ployee at Prezi, if and how it changed during the employment at the company, and through 
which influences.   

 Entrepreneurial attitude before 
working at Prezi 

Entrepreneurial attitude 
now 

Gender Entrepreneurial attitude related to gender 

Male Average 4.38 5.38 

Std. Deviation 1.768 1.598 

Female Average 4.56 5.00 

Std. Deviation 2.242 1.732 

Age Entrepreneurial attitude related to age 

20-25 
Average 3.40 5.20 

Std. Deviation 1.817 1.643 

26-30 
Average 4.80 5.80 

Std. Deviation 2.280 1.643 

31-35 
Average 3.67 5.33 

Std. Deviation 1.528 .577 

36-40 
Average 5.50 5.00 

Std. Deviation 2.121 2.828 

41-45 
Average 6.50 3.50 

Std. Deviation .707 2.121 

Total 
Average 4.47 5.18 

Std. Deviation 1.972 1.629 

Table 6.1: The Individual Entrepreneurial Attitude Related to Age and Gender 

 
Theory suggests that an entrepreneurial attitude is important in a Born Global company. As 
a Born Global is usually the result of an entrepreneurial initiative of the founder, his or her 
entrepreneurial spirit is an important aspect of the company culture (Wictor & Andersson, 
2012). Since cultural intelligence and the global mindset are also important for a global 
company, our aim was to analyse the entrepreneurial attitude of the individual employee, 
and establish whether there is a relationship between the entrepreneurial attitude of the 
employee and the global leadership characteristics of the leader. 
  In total, the table shows that the entrepreneurial attitude increased for employees during 
their employment at Prezi, slightly more for males than females. On average, male employ-
ees rated their entrepreneurial attitude before starting to work at Prezi with a 4.38 on a 7-
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point scale, and at this point in time with a 5.38. Female employees rated their entrepre-
neurial attitude higher in the beginning with a 4.56 on average, which however increased 
not as steep to a 5.00 at this point in time. It is interesting to notice that age seems to have 
a significant influence on the entrepreneurial attitude at Prezi. The entrepreneurial attitude 
increased for employees aged between 20 and 25 by 1.8, from 3.4 to 5.2, for employees 
aged between 26 and 30 by 1.0 from 4.8 to 5.8, and for employees between 31 and 35 by 
1.66 from 3.67 to 5.33. On the other hand, employees older than that feel that their entre-
preneurial attitude has decreased during their time at Prezi, on average by 1.75 from 5.0 to 
4.25. Since a high entrepreneurial attitude is important for the company to remain competi-
tive, this result can have implications on hiring requirements at Prezi.  Relating cultural in-
telligence and the global mindset of the leader with the entrepreneurial attitude of the indi-
vidual employee turned out to be a difficult undertaking. However, after analysing the raw 
data, which can be found in appendix VI, it became clear that there is no obvious correla-
tion between the global leadership characteristics and the entrepreneurial attitude. Some re-
spondents that rated their leader generally high on the global leadership characteristics stat-
ed that their entrepreneurial attitude has increased, however the same is true for respond-
ents who gave rather moderate scores to their leader. Finally, even respondents who 
claimed that their entrepreneurial attitude has decreased during their time at Prezi have 
ranked their leader high on both the global mindset and cultural intelligence on average. 
This leads us to the assumption that there is no direct link between global leadership char-
acteristics and the individual entrepreneurial attitude. Still the entrepreneurial attitude has 
increased on average in the company.  The follow-up interview we had with one of the re-
spondents shed some light on this topic. She claimed that the company culture of Prezi is 
one of a start-up. This means that she saw the company grow from 40 or 50 employees, 
when she started, to approximately 122 to date. This shows to employees, as well as to oth-
ers who follow the development of Prezi or a similar start-up, that it is possible to start 
with a good idea and develop it, and be successful with it, which encourages to act entre-
preneurial. Another aspect that has been mentioned is that Prezi offers a fellowship pro-
gram for its employees, giving every employee the possibility to spend one month every 
year in the San Francisco office, in Silicon Valley. As Silicon Valley is known worldwide for 
the high density of start-ups, the entrepreneurial spirit of those spending time there is fos-
tered. However, since no relationship between the cultural intelligence, the global mindset 
and the entrepreneurial attitude of the individual could be found, our proposition has been 
rejected. 
 
X The global leader affects entrepreneurial attitude of the individual in Born Global Companies through 

 X Cultural intelligence 
 X The global mindset 

6.4 Proposition 4: Development of Leaders 
Theory states that a global mindset and cultural intelligence is not something that a global 
leader is born with, but something that can be developed. Therefore human resource man-
agement plays an important role in the development of leaders in the company (Deal et al., 



Leadership in Born Globals 

 
43 

2003). According to theory, the desired characteristics of a leader should be reflected in the 
hiring requirements (Deal et al., 2003). Further, international assignments should be care-
fully planned, fostering concrete experiences, reflective observations, abstract conceptuali-
sation and active experimentation (Ng et al., 2009). Finally, there should be training specifi-
cally aimed at the development of cultural intelligence and a global mindset (Deal et al., 
2003). To understand how human resource management works at Prezi, we have conduct-
ed an interview with the HRM department (Respondent A). 

Prezi’s company structure involves leadership throughout the company. There are basically 
three levels; the CEO, the executives, and the team leaders, and leadership is very decen-
tralized. As Kanter’s (2010) suggested, more leaders at more levels help the company deal 
with integrative work. Team leaders comprise the largest group of leaders within Prezi, 
therefore this will be the focus. As a young and relatively small start-up company, Prezi has 
hiring systems that are unlike those that can be found in large, international companies. 
There are two ways of becoming a leader at Prezi. The company annually evaluates their 
employees, among other criteria on their leadership skills. Important criteria include com-
munication skills, helping people and giving feedback. If an employee is evaluated to be a 
good leader, a leadership position is offered to them. Similarly, a person that applies to 
Prezi for a position, for example a technical position, spends an assessment week with the 
company as part of the recruitment process. The applicant will be evaluated on their lead-
ership skills, and if the person is seen as a good prospective leader, a leadership position is 
offered. The other way is the external way, if a manager is needed for a management posi-
tion on a higher level in the company, often the CEO and the executives use their exten-
sive network to find suitable applicants, not HRM. Furthermore, hiring a certain number of 
new recruitments is one of four company-wide goals of Prezi. This means that all employ-
ees have to work to achieve these goals. Employees are encouraged to refer possible new 
recruitments to the HR department, and they receive an incentive if the person is being 
hired. Further, employees are sent to specific conferences, about languages or technology, 
with the specific intent to try and find new talents. 

This implies that Prezi does not have formal requirements for leadership positions.  
Important skills comprise empathy, communication skills, presentational skills, flexibility, 
English language proficiency, giving constructive feedback, conflict-solving skills and an 
understanding that people are inherently different and one individual may be motivated by 
something that another is not interested in. Cultural intelligence, the understanding, accept-
ing of and adapting of different cultures is a requirement at the basic level. It is not even an 
explicit requirement for Prezi, as it is taken for granted within the company, due to its in-
ternationality. Previous international experience is not required, but seen as a plus. This can 
possibly be explained to the fact that the benefits of international experience, which are 
mainly cultural intelligence, or proficiency of another language, mostly English, are basic 
requirements at the company anyway, which makes an additional requirement for having 
spent time abroad superfluous.  Finally, Prezi requires that the applicant share the company 
values, which are the following (Prezi, our values, 2013): 

• We help people share ideas. 
• We encourage beauty. 
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• We prefer simple things. 
• We are curious. 
• We listen. 
• We engage with our surroundings. 
• We get it done. 
• We are honest, learn from mistakes, and avoid blaming others. 
• We admire monkeys, Joan of Arc, and Jean-Luc Picard. 
• We keep our promises.  

It is important for Prezi that the person shares the company values, more important than 
that they already are a good leader, as Prezi will develop them to become a good leader. 
The values are prevalent throughout the company. To conclude, the hiring procedures at 
Prezi are different than expected. Requirements for leaders include general leadership skills, 
such as communication skills and conflict-solving capabilities, however criteria such as cul-
tural intelligence, that we assumed to be of utmost and explicit importance in the hiring of 
leaders is seen as a given, and not explicitly mentioned. This can possibly be attributed to 
the fact that the company is very young, none of the respondents to the questionnaire was 
older than 45 years of age, meaning that most employees grew up in a global environment, 
and take it for granted. Still, as the requirements for leaders at Prezi include aspects like cul-
tural intelligence, therefore the proposition is confirmed.  

In regard to international assignments, they are not structured as theory suggests. The 
assignments, for example are not directly structured in a way that encourages contact with 
the locals, as Ng et al. (2009) suggest. Whether the person has contact with the locals or 
not is up to the individuals themself. Also there are no official rewards to learn about local 
customs or a foreign language for the stay abroad, however it is encouraged, and employees 
are given the possibility to learn about other colleagues’ background, for example through 
informal “brown bag talks”, when employees are encouraged to talk to each other during 
their lunchtime. Sometimes employees are asked to represent their country and give a 
“brown bag talk” about their hometown. Furthermore, the restaurant at the Prezi office 
organises an international day once a week, where people from different cultures can pre-
sent a local dish for others, in order to teach them a short cultural lesson about their coun-
try.  

There is no training for a general understanding of cultures, and neither a training to 
specifically understand the Hungarian or American culture. However, Prezi does offer 
Hungarian language courses in the Budapest office for those who are interested. To further 
understanding of the American culture, Prezi offers the previously mentioned fellowship 
program, encouraging people from the Budapest office to spend time in the San Francisco 
office. As Respondent B claimed, the fact that Prezi is a start-up company has much more 
influence on employees than the fact that it happens to be located in Hungary, as it is not 
influenced by the local culture at all. The Prezi company culture is very open to new, and 
international people, based on the values they share. This leads to a kind of “informal” in-
tercultural training, when new non-Hungarian recruits are invited to spend time with the 
families of their Hungarian colleagues. This is not an official Prezi policy, but it comes nat-
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urally from employees. This has been confirmed in the interview with Respondent B, who 
claimed that just working at Prezi is a cultural lesson in itself.  

To conclude, international assignments are not as carefully planned as theory suggests. 
Much is left up to the employees. However, the Prezi values include engaging with sur-
roundings, and being curious. This suggests that important aspects of international assign-
ments, such as contact with locals, applying acquired skills, or learning a language do not 
have to be explicitly prescribed by HR, as they come naturally from the employees them-
selves. Nevertheless, the proposition could not be confirmed.  

The HRM of Prezi requires their leaders to take part in continuous training. The com-
pany employs a consultancy agency that provides leadership training, biannually. These 
trainings include leadership workshops, in which, for example, the leader reads a book on a 
certain topic, such as emotional intelligence, and present it to the other leaders and discuss 
it. The leaders are also encouraged to discuss with their team members, talking about prob-
lems they have in their team, and trying to find solutions, therefore teaching each other. 
Other training includes presentational training. Annually, a feedback session takes place 
and team members evaluate their leaders anonymously. Afterwards, the team, the leader 
and his or her manager discuss problems, set goals and decide when they will re-examine 
the issue. The topic of deutero learning is not specifically addressed by HRM. Every leader 
has a personal coach, and it is likely that the ability to reflect on own learning is addressed 
at one point or another, however there are no specific trainings for deutero learning. It be-
comes obvious that training is a very important aspect of leadership at Prezi. However, 
none of the trainings relates to specific skills that are only of importance for global leaders, 
as has been mentioned earlier. Consequently, this proposition could not be confirmed.  

This means that, eventually, three out of four sub-propositions could not be con-
firmed. Human resource management is not highly involved in the development of global 
leaders when it comes to specific global leadership characteristics like the global mindset 
and cultural intelligence. Possible explanations can be found in the company culture, which 
is very international, and therefore possibly naturally reinforces cultural intelligence and a 
global mindset. This would mean that formal training is superfluous, as working in the 
company already is sort of intercultural training.  

X Human resource management in Born Global Companies influences global leadership development in the 
company through 

 √ Hiring requirements 
 X The planning of international assignments 
 X The provision of training 

X The teaching of deutero learning 
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7 Conclusions and Discussion 
This chapter gives a brief overview of the main outcomes of our research. Further, the outcomes of the propo-
sitions are briefly discussed, whether theory is in accordance with practices. Lastly, it explains the practical 
implications of the development of leaders. 

The purpose of this thesis was to analyse global leadership in Born Global Companies, 
specifically how it influences the entrepreneurial attitude of the individual. We have articu-
lated four propositions on global leadership within Born Global Companies. The proposi-
tions concerning the important global leadership characteristics, namely the global mindset 
and cultural intelligence can be found in leaders in Born Global Companies, have been 
confirmed. Through a survey we have analysed how employees see the global leadership at-
tributes of their immediate leaders. It can be said that the most prevalent characteristics of 
the global leader at Prezi are that they are comfortable when dealing with other cultures, 
they show empathy for different cultures and are willing to learn from them; they comprise 
a cosmopolitan outlook and have cognitive complexity. They have a strong sense of self-
identity and self-confidence. Finally, they are aware of their social environment, and have 
the ability, and willingness to build and maintain intercultural relationships. On the other 
hand, leaders lack skills to actively utilise stress management techniques, do not actively 
seek and accept feedback, occasionally tend to judge situations before they have adequate 
information available, and do not have a significantly high tolerance of ambiguity.  

Our third proposition stated that the global mindset and cultural intelligence influ-
ences the individual employee in terms of their entrepreneurial attitude. In practice, no 
such correlation could be found. The proposition has been rejected. However, the results 
showed that the entrepreneurial attitude increased during the time working at Prezi for em-
ployees younger than 35 years of age, whereas it decreased for older employees. This has 
important implications for HRM practices at Prezi. An entrepreneurial attitude in the indi-
vidual fosters an organisational entrepreneurial attitude, which is important to stay compet-
itive. Our research showed that the success of a then small start-up and its fast growth in-
spires employees and encourages them to believe in their own ideas. Therefore, we suggest 
hiring employees for leadership positions that are at early stages of their career, and there-
fore are more “taken” by the start-up spirit in the company that inspires its employees to 
entrepreneurship.  

The last proposition claimed that human resource management is involved in the de-
velopment of global leadership skills. This proposition has also been rejected. HRM does 
require certain skills from their leaders, and provides them with extensive training, howev-
er, is not related directly to global leadership characteristics. Many of these characteristics 
are seen as a basic requirement, and just working at Prezi, a company with a highly diverse 
workforce, is viewed as intercultural training, which is why formal training is not seen as 
necessary in the company.  

Through our research we have contributed valuable practical implications for the develop-
ment of global leaders in the Born Global Company. Our research shows that some things 
are being taken for granted, such as the cultural intelligence for a prospective leader at Pre-
zi, however there are some skills that are not apparent global leadership skills, such as being 
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capable of using stress management techniques, being nonjudgmental, and actively seeking 
and accepting feedback. Our contribution to practice is that we suggest training on these 
specific aspects, to improve global leadership skills in Born Global Companies. Theoretical 
contributions include the recommendation to focus more on informal training of cultural 
intelligence and the global mindset. In a globalised world, where most people have lived 
abroad for a while or have friends from different cultures, develop a degree of cultural in-
telligence. This makes formal training to superfluous, as individuals may find that they al-
ready know these things. A stronger focus should be placed on informal training tech-
niques.  

 



Leadership in Born Globals 

 
48 

8 Future Research Implications 
This part proposes future research implications, and suggests that there ought to be more research with a 
broader focus on the global leader. Moreover, research should be conducted on how the culture in Born 
Globals influences individuals’ entrepreneurial attitude. 

This thesis has a focus on the global mindset and cultural intelligence as characteristics of 
the global leader. However, there are other aspects, as mentioned in the theoretical frame-
work, that are of importance for leadership, but not restricted to the global leader. For fu-
ture research efforts, the perception of global leadership characteristics should be broad-
ened, including other important leadership characteristics, such as emotional intelligence. 
Furthermore, as we conducted a cross-sectional study, we advise future researchers to also 
focus on the aspects of the development of global leaders within the Born Global Compa-
ny, by conducting a longitudinal study and collecting data in intervals and different points 
in time to capture global leadership development. 

Further, deeper insights into leadership in Born Globals can be gained by conducting 
cross-company analyses on a number of businesses, to understand similarities and differ-
ences of global leadership between the companies, and to be able to give a more general 
view of global leadership in Born Globals.  

Finally, in terms of the influence that the global leader has on followers, we have fo-
cused solely on the entrepreneurial attitude. However, there is a broad range of influences 
that leadership can have on the individual, such as motivation or the individual’s view on 
dealing with different cultures, which can be explored in future research efforts. Moreover, 
our findings imply the entrepreneurial attitude increased for individuals of a younger age 
while working at Prezi, whereas it decreased for older employees. However, the reasons 
behind this behaviour can only be assumed by us, calling for more empirical research. Our 
findings suggest that the global mindset and cultural intelligence have no influence on the 
individual entrepreneurial attitude, however the company culture does. We advise future re-
searchers to deeply analyse the Born Global Company culture to understand how it influ-
ences the individuals’ entrepreneurial attitude.  

The Born Globals concept is still rather limited in its research. Thus, more research of the 
effect these firms have on the environment is essential to understand their growing im-
portance. Furthermore, it would be valuable if other areas of leadership in Born Globals 
would be researched, concerning the effect on their employees, or other areas, such as 
whether they perform with a different strategy or vision than companies that follow the 
traditional internationalisation model. 
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Appendix I: Questionnaire 

Dear Prezi employees, 
The following questionnaire has been developed to research leadership in Born Globals. 
You have been selected to participate in this survey because you are a member of Prezi, a 
Born Global Company. We would appreciate your assistance in this survey, in order to 
make our research more valuable.   
The survey will take about 10 minutes of your time, and of course your response will be 
treated anonymously. It is important that you answer all the questions. The results will ben-
efit both leaders and employees in Born Globals in the future. 
Please note that the term “leader” in this questionnaire refers to your immediate supervi-
sor. 
Thank you in advance for your participation! 
 

1. What is your Gender? 
2. What is your Age? 

 
How do you evaluate your leader on the following statements: (completely false:1- com-
pletely true 7) 
 

3. How many languages does your leader speak? 
4. He or she has the ability to adapt to a different culture.  
5. He or she is comfortable when dealing with different cultures.  
6. He or she correctly recognizes cultural differences.  
7. He or she shows empathy for people of other cultures.  
8. He or she shows willingness to learn about other cultures.  
9. He or she actively seeks and accepts feedback?  

 
10. He or she is knowledgeable of global industries.  
11. He or she understands complex global issues?  
12. He or she holds back judgement on people, situations or behaviours that are new 

and unfamiliar to him/her.  
13. He or she is open and interested toward new and unfamiliar behaviours, values or 

situations.  
14. He or she is capable of managing uncertainty in unfamiliar and complex situations, 

where there is no one correct solution.  
15. He or she shows curiosity and interest in other people’s countries and cultures.  
16. He or she accepts things based on common aspects (Rather than divide them based 

on differences).  
 

17. He or she is “adventurous”.  
18. He or she trusts in his or her abilities.  
19. He or she has a strong sense of identity, keeping up personal values despite of situ-

ational factors.  
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20. He or she has the emotional strength and resiliency to handle difficult cross-cultural 
situations.  

21. He or she actively utilizes stress-reducing techniques.  
 

22. He or she is capable of mobilizing people globally.  
23. He or she has a favourable personal impact on others within intercultural relation-

ships.  
24. He or she is capable of building and maintaining international relationships.  
25. He or she shows interest and awareness in his or her social environment?  
26. He or she has an interest and willingness to start and maintain relationships with 

individuals from other countries and cultures.  
27. He or she is sensitive towards other people’s feelings.  
28. He or she is aware of how his or her behaviour and values affect other people?   
29. He or she presents him- or herself differently to people in different cultures.  
30. He or she learns from past experiences  

 
31. How do you perceive your entrepreneurial attitude before you started working at 

Prezi? 
32. Have you recognised good opportunities for starting a business in the next six 

months in the area where you live?  
33. Do you have the knowledge, skill and experience required to start a new business?  
34. How do you perceive your entrepreneurial attitude now? 
35. Would you be available for a follow-up interview?  
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Appendix II: Interview Questions 

 
1. What are the hiring requirements for individuals in leadership positions?  

a. Do you require prospective leaders to understand and adapt to different and un-
familiar settings and behaviours as brought about by a different culture? Why 
(not)? 

b. How do you evaluate whether the applicants fulfil the requirements for such soft 
skills? 

c. Do you require previous international experience? Why (not)? 
d. Which other requirements do you have that specifically relate to the field of leader-

ship in a global context? 
e. What do you do if prospective leaders do not meet the requirements? (Not hire 

them, provide training?) 
 

2. How are international assignments planned? (International assignments refer to the 
time employees spend abroad on behalf of the company. Examples include promoting 
the product abroad, but also hiring employees that are unfamiliar with the culture of 
the country in which they will be working.) 
a. How are they structured? (In a way that interaction with locals is fostered? Other?) 
b. Do you provide rewards for certain behaviours? Which ones? (Acquiring 

knowledge about the local culture, learning foreign languages? Other?) 
c. Do they include time for personal reflections? (If yes, how?) 
d. Do you provide training on developing a general understanding about cultures? 

What kind of training?  
e. Do you provide incentives for leaders to set specific goals for experimentation and 

exploration, meaning that they actually apply acquired skills? 
f. Do you provide coaching and mentoring possibilities for the development of lead-

ers to give them feedback?  
 

3. What training methods do you use for the development of global leaders? 
a. Cultural assimilators? If so, how do you employ them? (Cultural assimilator train-

ing consists of explaining the respective trainee a culturally influenced situation, 
and giving him or her several choices on how to behave or explain the situation. 
Afterwards, the trainee is provided feedback on his or her choice.) 

b. Simulations? If so, how do you employ them? (Simulations consist of imitating cul-
turally influenced real-world situations in a controlled environment.) 

c. Role-plays? If so, how do you employ them?  
d. Lectures? If so, how do you employ them?  
e. Literature? If so, how do you employ them?  
f. Workshops? If so, how do you employ them? 
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4. Does training encourage the metacompetency of learning how to learn with the inten-
tion of not only teaching employees certain skills, such as negotiating skills, cultural in-
telligence etc., but to teach them to reflect on that learning and consequently improve?
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A
ppendix III: Table of R

esults 

 

R
esults of the Q

uestionnaire 

C
ultural Intelligence 

Q
uestions 

R
efers to 

D
istribution 

M
ean 

Std. D
eviation 

Languages spoken in the com
pany 

Language proficiency 
1: 6%

 
2:71%

 3: 24%
 4: 0%

 
5:0%

 
6: 0%

 
7: 0%

 
2.18 

.529 

T
he ability to adapt to a different culture 

A
daptability stage 

1: 0%
 

2: 0%
 

3: 6%
 

4: 0%
 

5: 24%
 6: 29%

 7: 41%
 

6.00 
1.118 

C
om

fortable w
hen dealing w

ith different cul-
tures 

Intercultural sensitivity 
1: 0%

 
2: 0%

 
3: 0%

 
4: 0%

 
5: 12%

 6: 35%
 7: 53%

 
6.41 

.712 

C
orrectly recognises cultural differences 

Intercultural sensitivity 
1: 0%

 
2: 0%

 
3: 6%

 
4: 0%

 
5: 24%

 6: 18%
 7: 53%

 
6.12 

1.166 

Show
s em

pathy to people from
 other cultures 

Intercultural sensitivity 
1: 0%

 
2: 0%

 
3: 0%

 
4: 6%

 
5: 12%

 6: 24%
 7: 59%

 
6.35 

.931 

Show
s w

illingness to learn about other cul-
tures 

Intercultural sensitivity 
1: 0%

 
2: 0%

 
3: 0%

 
4: 6%

 
5: 6%

 
6: 41%

 7: 47%
 

6.29 
.849 

A
ctively seeks and accepts feedback 

Intercultural sensitivity 
1: 0%

 
2: 0%

 
3: 12%

 4: 12%
 5: 24%

 6: 29%
 7: 24%

 
5.41 

1.326 

T
he G

lobal M
indset 

P
erception M

anagem
ent 

Is know
ledgeable of global industries 

G
lobal business savvy 

1: 0%
 

2: 0%
  3: 0%

 
4: 0%

 
5: 29%

 6: 41%
 7: 29%

 
6.00 

.791 

Is able to understand com
plex global issues 

C
ognitive com

plexity 
1: 0%

 
2: 0%

 
3: 0%

 
4: 0%

  5: 24%
 6: 29%

 7: 47%
 

6.24 
.831 
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H
olds back judgem

ent on people, situations 
or behaviours that are new

 and unfam
iliar 

N
onjudgem

entalness 
1: 6%

 
2: 0%

 
3: 12%

 4: 0%
 

5: 18%
 6: 29%

 7: 35%
 

5.53 
1.736 

O
pen and interested tow

ard new
 and unfam

il-
iar behaviours, values or situations 

Inquisitiveness 
1: 0%

 
2: 0%

 
3: 6%

 
4: 6%

 
5: 12%

 6: 29%
 7: 47%

 
6.06 

1.197 

C
apable of m

anaging uncertainty in unfam
iliar 

and com
plex situations, w

here there is no one 
correct solution 

T
olerance of am

biguity 
1: 0%

 
2: 0%

 
3: 12%

 4: 6%
 

5: 18%
 6: 18%

 7: 47%
 

5.82 
1.425 

Show
s curiosity and interest in other people’s 

countries and cultures 

C
osm

opolitanism
/ 

cosm
opolitan outlook 

1: 0%
 

2: 0%
 

3: 6%
 

4: 0%
 

5: 6%
 

6: 29%
 7: 59%

 
6.35 

1.057 

A
ccepts 

things 
based 

on 
com

m
on 

aspects 
(R

ather than divide them
 based on differ-

ences) 

C
ategory inclusiveness 

1: 0%
 

2: 0%
 

3: 0%
 

4: 12%
 5: 12%

 6: 29%
 7: 47%

 
6.12 

1.054 

Self-M
anagem

ent 

Is "adventurous” 
Q

uest for adventure 
1: 0%

 
2: 0%

 
3: 6%

 
4: 6%

 
5: 29%

 6: 35%
 7: 24%

 
5.65 

1.115 

T
rusts in ow

n capabilities 
Self-confidence/Self-
assurance 

1: 0%
 

2: 0%
 

3: 0%
 

4: 0%
 

5: 12%
 6: 47%

 7: 41%
 

6.29 
.686 

K
eeps up personal values despite of situation-

al factors 

Self-identity 
1: 0%

 
2: 0%

 
3: 0%

 
4: 6%

 
5: 12%

 6: 24%
 7: 59%

 
6.35 

.931 

H
as the em

otional strength and resiliency to 
handle difficult cross-cultural situations 

N
on-stress tendency 

1: 0%
 

2: 0%
 

3: 6%
 

4: 0%
 

5: 12%
 6: 47%

 7: 35%
 

6.06 
1.029 

A
ctively utilises stress-reducing techniques 

Stress m
anagem

ent 
1: 0%

 
2: 24%

 3: 0%
 

4: 12%
 5: 24%

 6: 12%
 7: 29%

 
4.88 

1.933 
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R
elationship M

anagem
ent 

C
apable of m

obilising people globally 
Intercultural em

pathy 
1: 0%

 
2: 0%

 
3: 6%

 
4: 6%

 
5: 12%

 6: 29%
 7: 47%

 
6.06 

1.197 

H
as a favourable personal im

pact on others 
w

ithin intercultural relationships 

Interpersonal im
pact 

1: 0%
 

2: 0%
 

3: 6%
 

4: 6%
 

5: 24%
 6: 41%

 7: 24%
 

5.71 
1.105 

C
apable of building and m

aintaining interna-
tional relationships 

D
iplom

acy 
1: 0%

 
2: 0%

 
3: 0%

 
4: 0%

 
5: 12%

 6: 29%
 7: 59%

  
6.47 

.717 

Show
s aw

areness and interest in his or her so-
cial environm

ent 

R
elationship interest 

1: 0%
 

2: 0%
 

3: 0%
 

4: 6%
 

5: 6%
 

6: 24%
 7: 65%

 
6.47 

.874 

H
as a w

illingness to start and m
aintain rela-

tionships w
ith individuals from

 other coun-
tries and cultures 

Interpersonal 
engage-

m
ent 

1: 0%
 

2: 0%
 

3: 0%
 

4: 6%
 

5: 0%
 

6: 29%
 7: 65%

 
6.53 

.800 

Sensitive tow
ards other people’s feelings 

E
m

otional sensitivity 
1: 0%

 
2: 6%

 
3: 0%

 
4: 12%

 5: 12%
 6: 35%

 7: 35%
 

5.76 
1.393 

A
w

are of how
 his or her ow

n behaviour and 
values affect other people 

Self aw
areness 

1: 0%
 

2: 6%
 

3: 6%
 

4: 6%
 

5: 6%
 

6: 41%
 7: 35%

 
5.76 

1.480 

Presents him
- or herself differently to people 

in different cultures 

Social flexibility 
1: 12%

 2: 6%
 

3: 0%
 

4: 24%
 5: 29%

 6: 24%
 7: 6%

 
4.47 

1.736 

D
eutero L

earning 

Learns from
 past experiences 

D
eutero learning 

1: 0%
 

2: 0%
 

3: 0%
 

4: 12%
 5: 24%

 6: 29%
 7: 35%

 
5.88 

1.054 
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Appendix IV: Transcription of the interview with HRM 

(Frank Vreeburg) We will first introduce ourselves, this is Daniela, I am Frank. We are researching 
Leadership in Born Globals. I hope you have seen the questionnaire and the interview questions. We are 
looking at how leadership in international companies is different from Born Global Companies. Therefore 
we need some information about the hiring and training etcetera.  

(Respondent A) Okay, so first I will talk about our recruitment system for leaders, and in 
general. Also about our learning and development process. And then you can ask ques-
tions. 

So I saw your questions and I will try to answer them. First recruitment, as you can see on 
our jobpage, we have no advertisements for leaders. We have no, for example, advertise-
ments that are searching for leaders or something like that. Because, well, it is not too easy 
to explain because its not too clear how to become a leader at Prezi. There are two differ-
ent ways: first, if we have a great engineer, who is a regular or senior engineer and has the 
personal skills to be a leader, we have an annual regulations system, that checks these kinds 
of skills, i.e. communications skills, or helping people, giving advice, or how available 
he/she is. And if we can see somebody is a good leader, or has these good leadership skills, 
we ask this person he or she would like to be a leader. This is the internal part of it. Exter-
nally, if we need a manager, for example a VP of technology or director of … we try to use 
our network.  Our CEO and all our executives in San Francisco have a really big network 
system. And they try to find these people from their network or reach them through 
LinkedIn. Just an example, the CEO can better write a message on LinkedIn to the VP of 
Amazon or Google, it is better than if I write it. You can understand that it is easy. I am a 
no-name person for the VP of Google for example, but for a CEO, it is different. So this is 
kind of an outbound for the leader, and a true example, we had a job advertisement, on our 
job page for an engineering position. We got an application and we found a person who 
has leadership experience, he is a senior one.  In the recruitment process we have an as-
sessment week. He visited us for a week, to work for us work before the hiring, during the 
assessment week, we found out that this person could be a really good leader. After the as-
sessment week, we offered him a leadership position. This is a real example of the external 
part on how we are hiring leaders. 

Now about the training. As we work with a consultancy company. The consultant hosts 
leadership trainings for the leaders. This happens every semester, and all the leaders need to 
be trained. And they need to participate on it every semester, I mean this is not a one time 
training. We have leadership workshops, leaders choose a book or article, i.e. how to get 
things done, transactional or emotional intelligence, so they choose a book, they read it. 
And then they present it to the other leaders and discuss it. They also discuss it with their 
team for example. They talk about the problems etc. in their team. So they teach each oth-
er. We have presentational training. Because it is for leaders it is important to have good 
communication skills and maybe to present on different conferences, in-house small con-
ferences or to the other teams, so they have this presentation training,. Also, every leader 
has their own coach.  
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(Frank) And does the coach provide constructive feedback on how the leader presented as well? 

(Respondent A) Yes, and we have this annual feedback system where members of the team 
need to evaluate the leader anonymously and write comments, so they can be honest about 
this leader. Because they see some points differently than the manager of the leader, and 
this way they can talk about problems and set goals. For example, if the leader has commu-
nication problems or never gives positive feedback to the team members, they set goals and 
they decide when they want to examine that problem again.  

(Daniela Hesshaus): Do you also have trainings that are specifically important for the global leader, or only 
general leadership capabilities, like communication skills or feedback giving? 

(Respondent A) Well I need to think about this. Okay this thing that I explained to you is 
about our leaders. So I need to explain our organizational structure. We have the CEO and 
then we have managers/executives, and then team leaders. And this process I explained is 
for the team leaders. This coaching and presentational training and leadership training too, 
is for the leaders, not the executives or the board. Board members have coaches, but that’s 
all. They have regular meetings together, they are talking about business stuff. The execu-
tives are the global leaders, and the team leaders are the local leaders.  

(Daniela) What are the hiring requirements for individuals in leadership positions in Prezi? 

(Respondent A) As a mentioned we are not looking for leaders just leaders, so we don’t have 
hiring requirements for positions of leaders, we hire good quality people, and then we can 
see if that person can be a good leader, we ask this person to be a leader, or we are hiring 
someone from the network as I mentioned before. So for the board, we are hiring from the 
network. 

(Daniela) So basically you don’t have any external hiring for leaders. 

(Respondent A) If the question is that, if I have a list with skills the answer is no.  

(Daniela) What kind of soft skills do you see in a person, if you think he or she is a good leader? 

(Respondent A) First of all empathy, because it is really important for leaders to be able to 
see the feelings of their team members. And good communication skills, not just presenta-
tion skills, but to be able to solve problems conflicts in a constructive way. To be able to 
see what is important for an individual, so for a person can be rewarded with something 
and the other with another thing. The leaders should be able to see these differences, and 
need to accept it that is really important. This person needs to accept these differences be-
tween the team members and management, and try to create an atmosphere where differ-
ent people can work together, and to give feedback, not only positive, but also negative 
feedback. 

(Daniela) That leads us to next question. Do you require prospective leaders to understand and adapt to 
different and unfamiliar setting and behaviors as brought about by a different culture? So not only differ-
ences in people but also in cultures, as you have more 20 cultures at Prezi?  

(Respondent A) This is not a requirement, because we do not have a problem with this. I 
mean we have 22 different nationalities in the Budapest office, and we have no problem 
with that. We accept everybody, every language, every custom, this is the basic level, so if 
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anybody has a problem with any culture, these people can’t work in Prezi. Because it is not 
comfortable for this person.  

(Daniela) How do you evaluate the requirements, is it some sort of feeling or do you have measurement 
tools? 

(Respondent A) Well, we have this annual feedback, where we have question for these soft 
skills for the leaders, for every employee, but in the hiring process, we have questions for 
the values, for our values. For us it is more important to find suitable and a talented person 
and then train this person to be a leader than to find a leader, without these values.  

(Daniela) Do you require previous international experience? 

(Respondent A) No, but it’s a plus. 

(Daniela) Do you have other requirements that relate to global leadership, you mentioned a few already, but 
is there something that is really important? 

(Respondent A) Maybe this is not the right answer for you, but for us, as we have offices in 
San Francisco, flexibility is really important, I mean we need to do Skype calls during the 
night, because if the person is calling at the day time, this can be an issue for people with 
families, this is not just an issue for the leaders but for everybody. Further the language, be-
ing able to communicate in English, and accept the non-Hungarians. Accept the time dif-
ferences in San Francisco, we have company-wide meetings, we have people in Korea that 
have to get up in the middle of the night for a company meeting, people need to accept 
this. 

(Daniela) The next question is about what you do when the prospective leaders do not meet the require-
ments. We talk about that, you don’t really hire leaders, but hire talented people, and make them leader by 
providing them with training. Do you think you could add something to that? 

(Respondent A) If we have a leader, a group leader, and we try to train this person, but 
his/her performance is not good enough to be a leader, this person can be a normal devel-
oper. That’s all, if the person can accept this. Yes, now you are a leader of this team, but we 
see that it does not work anymore. And if the person accepts that he/she is not a leader, 
the person can be a normal developer.  

(Frank) So, the basic two things that you do for hiring, you hire them and shape them to leader, or you hire 
them from your network, to conclude question one. 

(Respondent A) Yes. 

(Daniela) Okay we would like to talk about international assignments now. We would like to know how 
these assignments are planned.   

(Respondent A) So we have a four goals, four company goals, the active user; the number of 
active users, the money, what we would like to earn in one year, the MPS rate which is the 
user satisfaction rate, and how many people we would like to hire in one year. These are 
company wide goals, which means that everybody has to work on these goals. So our col-
leagues, everybody in Prezi, tries to do some recruitment, from friends they refer a lot of 
people, and we give a reference fee to them if we hire this person, and for the leaders they 
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have their own recruitment goal, this means that it is their job to take care of the recruit-
ment, with interviewing people, going to conferences and try to research people, convince 
people. There is no number that they need to refer two people in a month, so not that kind 
of goal, but they need to go to conferences, specific conferences in languages or technology 
to try to find these people. 

(Daniela) Actually we are not referring to recruitment with this question. When you send people abroad; to 
develop cultural intelligence, or to develop certain skills, it is important, for example to have contact with the 
locals or have time to reflect on their experiences. That is what we want to talk about. How are the assign-
ments structured, do they foster contact with the local people for example? 

(Respondent A) Well have these offices in San Francisco, we have a fellowship program, 
which means that every employee in Budapest can stay one month in SF every year. It’s up 
to the person, it is not obligatory, but everybody can do it. The company pays the flight, 
accommodation, and stuff. Yes, and we have a power exercise, which is a kind of team 
building exercise, two of the end of the semester, everybody from Prezi comes to the fest. I 
don’t understand really the interaction with the locals. 

(Daniela) For example a couple of weeks ago, Arvid Callas, he was here in Sweden. He was presenting 
Prezi, and for something like that, we would like to know if you would rather accommodate him in a hotel 
and not have contact with local people. Would you rather have them in groups, so they don’t have contact 
with their surroundings, in that way.  

(Respondent A) Well I think there is no policy for this, of course, we encourage people to 
recommend Prezi and talk about Prezi, or it happens at the Budapest office, if people on 
the street, see the logo of Prezi, and the building, they just ring the bell, and say I’m a fan 
of Prezi, can I see the office, of course this is fine, we have an office manager who makes a 
tour within the office, and give a Prezi logo band. But we have no requirements to meet lo-
cals. 

(Frank) This is also the same for Korea? Is that the same, that they don’t interact with the locals, but just 
are in the hotel or do they present to the locals as well? 

(Respondent A) It depends on the person I think. We have no marketing or PR strategy for 
this, to if somebody travels to a city, this person does not need to meet up and talk about 
Prezi. So if there is a conference, he goes to the conference and after that he has its own 
time. So if that person would like to meet up and meet people to talk about Prezi, yes of 
course this is possible, but if they want to stay at the hotel and watch TV is also okay, we 
have no policy for this.  

(Daniela) Do you provide rewards for certain behaviour when a person in a country such as Korea for a 
longer time, do you have any rewards, to incentivise to learn Korean or learn about the local culture or any-
thing? 

(Respondent A) We have a restaurant at the Budapest office. And every week we have an in-
ternational day, when a colleague who is not Hungarian can ask the chef to create a nation-
al dish. And we have a brown bag talks, I don’t know if you know this, it’s a brown bag, to 
eat lunch, and during the lunch they can talk to each other, this is a kind of informal talk 
about any topic, about holiday, new technology, about favourite books, and people can do 
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this, and they do this about their holidays for example. Or we can ask them to represent 
their country, because for example you’re from Chili, you can give a short brown bag talk 
about your hometown.  

(Daniela) So you don’t have official rewards, but you do encourage them.  

(Respondent A) Exactly.  

(Daniela) Okay, about personal reflections, you give them free time to reflect on their experiences during the 
assignments? 

(Respondent A) Yes. 

(Daniela) Do you have training for leaders… 

(Respondent A) Do you mean intercultural training? 

(Daniela) Yes, but for a general understanding of cultures. 

(Respondent A) No. 

(Daniela) For a specific understanding of the Hungarian culture or the American culture? 

(Respondent A) No because I think, the Prezi culture, is very different from the Hungarian 
culture, we have kind of a unique Prezi culture. 

(Daniela) How would you describe that in a few words? 

(Respondent A) We have values, you can see on our webpage, on the bottom of the landing 
page, and we find these very important to us. These values, we keep promises, get things 
done or we like monkeys, which means we like everybody, we engage in our surroundings, 
which means we stand up for communities. Thanks to our recruitment system, we filter out 
the people who do not share these values. So these values are the basis of our culture, and 
the people who work for Prezi, match these values, this is our culture, that’s why we don’t 
need the intercultural understanding program. Most of these people travel a lot, live abroad 
or have friends abroad, or family members abroad, they speak English, so they understand 
at least one other culture, because of the English learning. That’s all I think. So we are not 
too many, we have 100 people in Budapest, 22 people in San Francisco, and 2 people rep-
resenting in Korea. We at the Budapest office are so happy if we have a non-Hungarian in 
our team, because it adds to our diversity, it is important to have non-Hungarians, because 
they have a different view, because of their different culture they can give us different ideas 
and experiences, so I think everybody is so open to have a non-Hungarian, not just to un-
derstand a new culture, but to settle in Hungary. We have an agent to help them settle in 
flat in a short time. We have a Hungarian language course, if they like to learn the language, 
they have a mentor of course, but everybody in their team or close to them asks if they are 
okay or need help. They invite them to programs/events on the weekends, it is really im-
portant; the Hungarians go back to their families on the weekend. But a lot of people ask 
these non-Hungarians if they would like to join them, we don’t ask them to do this, it is 
from their nature.  

(Daniela) We are almost at the last question, you already talked about different training methods, you said 
you had workshops, you have coaches, what other training methods do you have. What do you offer? 
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(Respondent A) To be honest, I don’t know what happens with these leadership training. I 
can’t answer this question, first of all I’m not a leader, and second, I am not responsible for 
this training. So I have no access to this stuff or check.  

(Daniela) Do you possibly have someone in the HR department who has access whom we can contact? 

(Respondent A) I’m afraid no, I can ask one of the leaders. 

(Daniela) That would be great! The last question is about the deutero learning. I don’t know if you are fa-
miliar with that. It is basically the ability to learn how to learn. So the question is do you provide training 
to teach leaders how to learn to reflect on their own learning capabilities. 

(Respondent A) Well we have no specific training for this, but I think the manager of the 
leaders who gives this feedback and this annual feedback and regular feedback to their per-
formers, I think they discuss this with the leaders on this topic, the managers shares his ad-
vice, how you can learn specific things.  

(Daniela) Those were our questions. Anything you would like to add? 

(Respondent A) No I don’t think so. 

(Daniela) Thank you very much; it was a very interesting and helpful interview.  
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Appendix V: Transcription of follow-up interview 

(Respondent B) Nice to meet you. 

(Daniela) Nice to meet you too, I’m Daniela, this is Frank. Thank you for having the follow up interview 
with us. 

(Respondent B) No problem. 

(Daniela) So, lets get straight to the questionnaire. We have looked at the scores you gave your leader, and 
in general you gave very high scores. Do you have any examples to any of the questions that you could think 
of, or any stories?  

(Respondent B) Yes, I am sure you know a little about Prezi already and sort of the dynamics. 
Actually there was just an email sent out by my manager a few days ago, and he said some-
thing that totally related to your whole survey.  

We have an office in San Francisco and we have the office in Budapest, and actually every-
body is sort of interchanging, going back and forth between the different offices all the 
time. There are a lot of Hungarians working at the company and a lot of Americans, and 
then we have tons of other different cultures. There was sort of an issue with someone on 
my team in the San Francisco office, and my manager was sort of saying that we have to 
learn to be flexible with the different cultures. Just that you feel a certain way doesn’t nec-
essarily mean that the other person feels exactly that way. I should find you the exact quote 
from the email. Everyone has different cultural things, and you just have to learn to work 
with everyone, that is how my manager sees it. If someone does something and it is kind of 
unexpected, he might say that they might be an introvert or extrovert, and maybe they are 
form a different culture that I’m not used to, so I can’t look at it as a different thing, but I 
look at it as a learning thing.  

(Daniela) Okay, do you have issues like that often in the company, or is that not so often? 

(Respondent B) I want to say not so often, but they do happen 

(Daniela) Okay, any specific story that could relate to one of the questions that you could think of? 

(Respondent B) Actually in the whole company there are always stories going around and you 
have to be culturally sensitive to everyone. I’m American but I’m working in the Budapest 
office now. Actually I am from the United States of America but call myself an American. 
There are two people working in this office as well and they are form Chile, South Ameri-
ca. They get really offended when people say that I am American because apparently they 
say “No, we are American too”. And so it started to become a back and forth thing. I ask 
them what would you call me then, a United States of American? Because, I tell everybody 
I’m an American and people assume I’m from the United States, so just sort of think like 
that. There is one guy here from Spain and one from Puerto Rico, and we had this email 
that went through the whole company about how their culture sort of clashed at one point 
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in history and how they live with it now. Those are little things that come up that you have 
to be careful with. 

(Daniela) Okay, do they educate all the employees when those things happen? Like ”In the past it hap-
pened that or this way, try not to repeat it?” 

(Respondent B) It is interesting, you can’t force it. I don’t think anyone would have assumed 
that we would have a guy from Puerto Rico and another guy from Spain, and their cultural 
issue, it happens and you have to learn from it while it happens. But right now, we have the 
first African American employee ever in Prezi history. In Hungary you don’t see very many 
black people. I would say most Hungarians have never known a black person before. It is 
very different for them and now they work with them side by side. This is already a really 
big cultural issue for them. I know it shouldn’t be a big deal, for me its not a big deal, I’m 
from New York. I think it is a little different from them.  

(Frank) You get Hungarian culture lessons right? You can take lessons and learn about the Hungarian 
culture right? 

(Respondent B) No we don’t really have Hungarian culture lessons, but just living here, I 
lived here for a year and a half, working for Prezi. Just being here is a cultural lesson. 

(Frank) Do Hungarians also get cultural lessons about the rest of the world? About the cultures that are 
actually represented by Prezi? 

(Alyssa) No, that would actually be an amazing idea. We do little things; we have this inter-
national food day. This guy from Israel, next week is his day to present his Israeli dish. And 
then we had a Korean working here he had a Korean dish. A Romanian who presented his 
Romanian dish. We do stuff like that, but not so often anymore just because there are so 
many cultures now, it would be too much, it is just people from all over now. 

(Daniela) What was your experience when you got to the office in the first place? How did you experience 
the Hungarian culture, what did Prezi or the Hungarian employees do to integrate you? 

(Respondent B) Well I think that you can put the fact that this company is in Hungary aside, 
and just look at it as a start up company in general. Everybody knows that Prezi doesn’t 
work as a traditional Hungarian company at all, in any sense. It works as a completely start 
up company. I have Hungarian friends come to visit the office, or you just tell anyone 
about my experience here, and they are so dumbfounded how amazing it is, how many 
perks you get. It’s a start up company, so I mean it is awesome. And the cofounders are re-
ally doing as much as they can to make it a non-Hungarian community. You need to be tal-
ented to pull that of. They are super positive about “we can do this” or “make 14 million 
dollar in venture capital” or “lets start this amazing start up company”. They, the initial 
founders, are really pushing Prezi into the Hungarian community to show that it’s possible.  

(Daniela) When you filled out the questionnaire, was there anything that you missed that you thought “ my 
leader is like this or that” that makes him a great leader? Is there anything you think you could add? 

(Respondent B) Cultural wise or just in general? 
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(Daniela) In general, what do you think makes a good global leader? 

(Respondent B) I think everything that my manager, all the qualities he has, is actually almost 
the perfect example of a global leader. He’s one of the first employees, he is really con-
formed to everything at the company, he is Hungarian as well, but he has been back and 
forth to San Francisco, probably a dozen of time by now. He is very familiar with the 
American culture. He knows that he needs to be super open to everyone else’s culture so I 
think that in general he is good. Differences between a leader and a manager, I think when 
it comes to the role of a global leader I think it is all just amplified.  

(Daniela) Now we would like to talk about your entrepreneurial attitude, the last couple of questions on 
the questionnaire. You said that between the periods that you started working for Prezi and now it has gone 
up. How come? 

(Respondent B) I guess there is more background on that story. It is good that you have the 
follow up interview. I am living with my boyfriend and he is an entrepreneur. Ever since 
we moved to Budapest, we lived together and so now I am totally into the entrepreneurial 
spirit because I am living with an entrepreneur. It just changed my view, but I never 
thought I would be doing anything entrepreneurial with my life, but he inspired me. When 
I started at Prezi, there were 40 or 50 employees working and now we have 120 plus em-
ployees. So he is reminding me of that; working at a start up is amazing, you can really see 
the company grow. 

(Daniela) Do you think that Prezi has also helped you a little bit with that or taught you any skills that 
you feel that you can be an entrepreneur now? 

(Respondent B) Yes, that is sort of what the cofounders kindly show the Hungarians, that it is 
possible. And I totally think that Prezi needs to see that “wow I can do this”, and now that 
there is Prezi and we got all the competition. There are people out there that need a com-
pany like Prezi. They want to try to do something and some of them are start-ups too, so 
they can take a good idea and make it your own thing, it’s definitely possible. Another 
thing, with the fellowship program you can go to San Francisco for a few months or few 
weeks. That can really change a lot, because you get to spend time at Silicon Valley, so be-
ing there really furthers you. That might be a big role on it too. 

(Daniela) Is there anything you would like to add, anything you want us to know? 

(Respondent B) No, you covered a lot in the questionnaire.  

(Daniela) Thank you very much for your time and have a great day! 
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cult cross-cultural situa-
tions. 

21.  H
e or she ac-

tively utilizes 
stress-reducing 
techniques. 

22. H
e or she is 

capable of m
obi-

lizing people 
globally. 

23.  H
e or she has a 

favourable personal 
im

pact on others w
ith-

in intercultural rela-
tionships. 

24.  H
e or she is 

capable of building 
and m

aintaining in-
ternational rela-
tionships. 

25.  H
e or she show

s 
aw

areness and inter-
est in his or her so-
cial environm

ent. 
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26.  H
e or she has a w

illingness 
to start and m

aintain relation-
ships w

ith individuals from
 oth-

er countries and cultures. 

27.  H
e or she is sen-

sitive tow
ards other 

people’s feelings. 

28.  H
e or she is aw

are 
of how

 his or her ow
n 

behaviour and values af-
fect other people.  

29.  H
e or she presents 

him
- or herself differently 

to people in different cul-
tures. 

30.  H
e or she 

learns from
 past 

experiences. 
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31.  H

ow
 do you perceive 

your entrepreneurial atti-
tude before you started 
w

orking at P
rezi? 

32.  H
ave you recognised good 

opportunities for starting a 
business in the next six m

onths 
in the area w

here you live?  

33.  D
o you have the 

know
ledge, skill and experi-

ence required to start a new
 

business?  

34.  H
ow

 do you per-
ceive your entrepreneur-
ial attitude now

? 
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