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ABSTRACT

Developing charismatic leaders in the 21°' century must include fostering the cultural awareness skills for
effectively managing employees from many new and unique backgrounds. The purpose of this quantitative
study was to determine if there was a correlation between cultural intelligence (CI) and transformational
leadership (TL) attributes of managers at American Fortune 500 companies. The data results indicated
that there was a statistically significant positive relationship between the CI and the TL abilities of
managers. The conclusion drawn from the findings provide new information to theory of cultures when CI
and TL constructs are compared. It is recommended that American Fortune 500 leaders continue to
strengthen culture-specific awareness’s through educational and personal pursuits.
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INTRODUCTION

(Martelli & Abels, 2011). In the last decade, American businesses have undergone extensive

immigration and human resource policy changes due to globalization (Merrifield, 2006). United
States Department of Labor Statistics issued forecasts due to globalization that ethnic minorities and
immigrants will increase over the next decade as compared to the white Anglo population percentage; Asian
American (44%), Hispanic/Latin American (36%), African America (21%), and White (9%) increases.

North American Fortune 500 companies continue to grow into microcosms of the diversity in society

To address the impacts of globalization, American companies have created hiring strategies that support
the new diversity requirements in business, including outsourcing high-paid jobs while importing lower-
waged workers, incorporating new communication methodologies, and adjusting to the new influxes of
people from many distant places (Wallace & Figueroa, 2012). As an example, American Fortune 500
companies have increased the hiring of many people from foreign countries, resulting in a 33% increase in
U.S. Citizenship and Immigration Services H-1B visa, form I-129, activity (Butler, 2012).

International cooperation in business has become increasingly important for effective American company
leaders (Bass & Riggio, 2006) as they must operate within new diverse settings (Center for American
Progress, 2009). This research extended the study done by Ng and Sears (2011) and Keung (2011), applied
to different levels of managers in American Fortune 500 companies. Ng and Sears discovered that Chief
Executive Officers in Canadian companies needed to strengthen their cultural intelligence skills in order to
be effective and transform their workforces into inclusive, diverse environments.
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The ongoing globalization processes involve interculturally training managers to be effective in the
workplace, transforming societies and cultures through advances in economics, technology, and
communications (Scherer & Palazzo, 2011). Leadership through the transformational paradigm
compliments organizational performances with many meta-analyses (DeGroot, Kiker, & Cross, 2000). The
purpose of this research was to determine if there is a relationship between the attributes of cultural
intelligence (CI) and transformational leadership (TL) attributes of managers at American Fortune 500
Companies and what effect does these interactions have upon their abilities.

LITERATURE REVIEW

Leadership and Cultural Intelligence

The study of leadership comes in many forms of organizational behaviors and performance outcomes
(Pauliené, 2012). Early leadership theorists attributed charismatic influences of leaders to the strength of
their abilities (Weber, 1968). Leadership is an elusive construct, riddled with ambiguity, and difficult to
study systematically (Nohria & Khurana, 2010). The study of intelligence includes areas in psychology,
neurobiology, and behavioral genetics (Gottfredson & Saklofake, 2009).

Twentieth century leadership involved complex behaviors and complex interconnected relationships in
order to accomplish work (Baligh, 1994). One of the most controversial behaviors discussed within
leadership literature is intelligence (Eysenck & Kamin, 1981). In essence, leadership intelligence exists in
many forms and is developed mainly through experience and continued education (Sternberg, 2011). The
requirement for intelligent managers to prepare organizations for the changes needed in the 21st century
requires charismatic leadership skills operating in dynamic environments. Brown and Starkey (2000) called
for continued explorations of the essential elements of modern leadership. Leadership attributes such as
intelligence, education, sensitivity, hubris tendencies, and competence were the dominant themes for this
research study (Riggio & Mumford, 2011).

This research furthered leadership paradigms for the 21st century by providing empirical data for leader
potential analysis (Silzer, 2010), including cultural awareness understandings and influences. Leaders in
the 20st century maintained an authoritative posturing over subordinates, believing that greater efficiencies
came from different forms of stronger dominance (Bussel, 1997). Past leaders and managers had
inclinations to assume ultimate power in positions of authority (McClelland, 1961). Leaders also made
decisions based upon the scope of his or her knowledge and the contributions that the decisions made to the
enterprises (Drucker, 1955, 2004). This psychological study of leaders and managers added to the general
knowledge of human interactions (Maslow, 1966).

The cultural intelligence theory proposed by Ang, Van Dyne, and Koh (2006) was used to create the
Cultural Intelligence Scale, CQS, as a self-awareness style of inventory to improve an individual’s cultural
awareness (Moshavl, Brown, & Dodd, 2003). The impact of cultural exposure is the awareness that
generates the need to foster skills dealing with new people with unique customs coming from many unique
places in the world (Hester, 2005). The contemporary American strategy of outsourcing work into foreign
countries also drives the need for cross-culturally trained leadership, guiding multinational businesses
spread across different continents (Kamann & van Nieulande, 2010). Sternberg (1977) proposed that
intelligence was more than solving problems; it was also an analytical reasoning process. Sternberg
explained that successful intelligence leads to the ability to cope during a work career and life. Sternberg
(1996) added that people tend to judge intelligence by levels of academic achievement, which is measuring
inert intelligence, defined as the inability to apply knowledge, which may not lead to realistic problem-
solving.
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This research study of managers provided a general grounding to improve the knowledge of human
interactions. No preeminent theory has evolved from any contemporary research studies of the relationship
between transformational leadership and cultural intelligence (Chin & Gaynier, 2006; Keung, 2011).
Leadership learning of the culture of colleagues builds trust, breakdown communication barriers, and
improves team efficiencies in American Fortune 500 companies (Thomas, Zolin, & Hartman, 2009).
Identifying future leaders whom are transformational and culturally intelligent remains a critical task for
all Fortune 500 companies in the 21st Century (Wilson & Mujtaba, 2010).

The relationship between leadership cultural intelligence and leadership transformational skills has been
the subject of few research studies to date (Keung, 2011). Comparative research into organizational
behavior has demonstrated that the softer skill areas of management are critical for the cultural intelligence
growth necessary in the 21st century (Brungardt, 2011; Brungardt, Greenleaf, Brungardt, & Arensforf,
2006; Johnson, Lenartowicz, & Apud, 2006; Sawhney, 2008; Service, 2012). Earlier, Yukl (1999)
postulated that there was much to be discovered about the underlying processes through which leaders
influence follower attitudes, behaviors and motivation. Earley (1984) added that identifying how followers’
cultures impact preferences, the stereotypes of leader preferences, and how these elements impact business.
Previous research discovered that global leaders are thought to exhibit common behaviors such as
cosmopolitan, cognitive complexity, mental inquisitiveness, honesty, humility, and personal resilience
(Earley & Ang, 2003; Javidan, Steers, & Hitt, 2007; Mendenhall, Osland, Bird, Oddou, & Maznevski,
2008).

In addition, no single preeminent theory substantiates the link between cultural intelligence and
transformational attributes of leaders and managers (Keung, 2011; Lugo, 2007; Mannor, 2008). One
previous study showed substandard results between cultural intelligence and the social influence predictors
of transformational leadership, suggesting the influence of an unidentified factor of emotional intelligence
(Brown & Moshavi, 2005). The relationship of the cultural intelligence and transformational leadership
skills of managers influences how successful they are incorporating changes in the modern workplace
(Bikson, Treverton, Moini, & Lindstrom, 2003; Heames & Harvey, 2006; Moran, Harris, & Moran, 2011;
Oreg, 2006). Popper (2002) argued that a good theory has to be risky, as it can be shown to be either true
or false. A bad theory may fit any data set according to Fontaine (2007). The assessment of the relationship
between cultural intelligence and transformational leadership remains undiscovered in the literature when
defining leadership, culture, and organizational behaviors (Ismail, Mohamed, Sulaiman, Mohamad, &
Yusuf, 2011; Keung, 2011; Lugo, 2007); as Loehr and Schwartz (2001) called for continued studies in the
psychology of leadership as a multidimensional, culturally-linked phenomena.

Leadership and Transformational Motivations

Many management theories have been tested across cultures (Dickson, Den Hartog, & Mitchelson, 2003;
Vallas, Zimmerman, & Davis, 2009. The relationship between cultural intelligence and emotional
intelligence theory and skills has been developed and contrasted numerous times (Goleman, 1995; Hui-
Wen, Mu-Shang, & Nelson, 2010; Racheli, Dolan, & Cerdin, 2005); which is similar to comparisons of the
relationship between transformational leadership and emotional intelligence (Yitshaki, 2012). In contrast,
conjoined research of the relationship between transformational leadership and cultural intelligence theories
is limited (Paulien¢, 2012).

A secondary principle theory integrated within this research study was the leadership transformational skills
developed by Bass and Avolio (1994). There are extensive studies on the singular emotional intelligence
(EI) along with both cultural intelligence and transformational leadership skills (Dean, 2007; Kim, 2009;
Lugo, 2007). Transformative leaders motivate subordinates to reevaluate known resolutions rather than
apply old solutions to new problems (Jones, Harris, & Santana, 2008). Contemporary transformational
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leadership skills were compared for interactions with cultural intelligence attributes within this research
study.

The social psychology and attribution theories added situation-specific behaviors based upon cultural traits
(Webb, 1983). The social cognitive theory of personality (Bandura, 1986) and self-determination theory
(Deci, Koestner, Ryan, & Cameron, 2001; Ryan & Deci, 2008) are foundations to the cultural intelligence
theory development of the scale instrument. In the social cognitive theory individuals believe they can
intentionally influence their life circumstances (Bandura, 1986; Deci et al, 2001), complimenting the need
for managers in American multinational companies to strengthen his or her cultural intelligence skills in
the 21st Century (Deci & Ryan, 2000; Moon, 2010; Ryan & Deci, 2008). In the self-determination theory
personal choices or intrinsic aspirations energize individual actions. Both theories allow individuals to
adapt to new diverse environments (Deci et al., 2001).

The development of culturally competent personnel and leaders involves four levels of understanding,
education and relationships (Brownlee & Lee, 2012; Caligiuri & Tarique, 2012; Chemers, 1997). The first
stage in building culturally competent leaders is acquiring the knowledge of the cultural characteristics,
values, beliefs, and behaviors of another cultural group (Kiyokawa, Dienes, Tanaka, Yamada, & Crowne,
2012). The second stage of building culturally competent managers is maintaining the cross-cultural and
cultural awareness, and being open changes in cultural attitudes toward other cultures (Browlee & Lee,
2012; Webb, 1983). The third stage involves the understanding of the cultural differences and being
sensitive to the intercultural conflicts that arise (Brownlee & Lee, 2012; Chiu & Hong, 2005; Johnson,
Cullen, Sakano, & Takenouchi, 1996; Shapiro, Ozanne, & Saatcioglu, 2008; Skarmeas, Katsikeas,
Schlegelmilch, 2002; Zagorsek, 2004).

The last stage of cultural competence combines all of the previous steps and integrates the different
behaviors, attitudes, and policies into cross-cultural group settings (Brownlee & lee, 2012; Crowne, 2008;
Gregersen & Black, 1990; O'Sullivan, 1999). Zander, Mockaitis, and Butler (2012) added that cross-cultural
competence in essential for leadership functioning in multicultural teams. The progression and attributes
are shown in Figure 1 for developing cultural competent personnel with the cultural and cross-cultural
intelligence necessary to function effectively in the 21st century.

RESEARCH DATA AND METHODOLOGY

The methodological design for this research study was a non-experimental (no control group) quantitative
survey method and multivariate design (using a survey as a data collection instrument). This method was
selected because of the benefits of the survey type of research. Survey research describes a sample by the
use of quantitative or numeric description of trends, attitudes, activities, or opinions (Fowler, 2009). The
survey instruments were distributed to the target population of 1082 managers at two American Fortune
500 companies. There were 266 questionnaires returned (one was incomplete) for a 25% response rate. A
secure socket-layer, SSL, provided a secure website that kept the data from being compromised. Managers
received the request for the survey through the company secured site. The online survey contained a consent
page describing issues such as privacy, confidentiality, and risks associated with this research. The Cultural
Intelligence Scale was used for this research study to collect data from all participants.
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Figure 1: The Cultural Intelligence Circular Progression Process Revolves Around Four Stages of
Development.
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In stage one the manager has an in-country, or foreign cross-cultural, exposure to a new culture. This is the foundation of cultural awareness.
Stage two highlights the differences in communications, behaviors, and belief systems that the exposed relates to based upon their own cultural
attitudes. Stage three is the beginning of sensitivity toward a new culture. The managers’ motivational and behavioral skills transition to a higher
level of operational ability. Finally in stage four the manager has the ability to cognitively function within the new level of cultural competence.

RESULTS

The survey instrument was found to have a Cronbach’s Alpha of .752 for the 10 items. All the correlations
of the study variables were examined to determine the strength the inter-relationship (Ang et al., 2007; Van
Dyne et al., 2008). The correlations for the research study between the outcome variables (CI Cognitive,
CI Motivational, CI Metacognitive, and CI Behavioral) and the predictor variable (Transformational
Leadership) ranged from 0.199 (CI Cognitive), 0.266 (CI Motivational), 0.295 (CI Metacognitive), to 0.322
(CI Behavioral).

The results of this analysis for this research question indicated a significant statistical relationship for CI
behaviors and CI motivations and TL. A factorial ANOVA analysis with covariate interaction was also
performed to test the homogeneity of variance for CI and TL of all levels of managers. The Levene (1960)
test was also performed to test the homogeneity of variance where the null hypothesis is that the variances
in the different groups were equal during the one-way ANOVA analysis. The Levene test results were
significant for CI behaviors, CI Motivations, and CI metacognitive indicating that the homogeneity of
variance was not equal and that the assumption of the homogeneity of variance has been violated. The
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Leven test results were non-significant for CI cognitive indicating that the homogeneity of variance
assumption was violated. Degrees of freedom one and two are defined for each manager grouping, first-
level and all other levels, as N-1 for the 95% confidence level. See table 1.

Table 1: Leven’s Test of Equity of Error Variances

Variables F dfl df2 Sig.
CI Behaviors 1.94 20 244 <0.05%*
CI Motivations 2.46 20 244 <0.05**
CI Cognitive 1.12 20 244 >0.05%*
CI Metacognitive 2.89 20 244 <0.05**

This table shows Levene’s homogeneity of variance test of the null hypotheses that the variances in the different groups are equal. Levene’s tests
the assumption that the spread of the score is roughly equal at different points on the predictor variable. Levene’s test is significant at p<.05. If
the variances are significant then it is concluded that the null hypothesis is incorrect and the variances are significantly different and the assumption
of homogeneity of variance has been violated. If Levene’s test is non-significant then the variances are approximately equal and the assumption is
tenable. The degrees of freedom dflis the quantity of different sampled groups minus one. The degree of freedom df2 is the number of sampled
cases minus the number of different groups.

The variable effects and interactions were also analyzed using factor analysis with Varimax rotation and
found to be from 0.4 to 2.8. The factor analysis was conducted in an attempt to reduce the R-Matrix of
correlations down to meaningful (parsimony) non-latent variables (Cattell, 1966; Field, 2009).

A post hoc test was performed using the repeated-measures ANOVA to test participants exposed to the
same conditions of the experiment; in this case, the use of the CQS and MLQ instruments (Maxwell &
Delaney, 2003). This analysis provided an inspection of the within-participant variances between the
managers exposed to the two different experimental conditions. First, compound symmetry was measured
to demonstrate that the variances and covariance’s of the experimental conditions were equal (Baguley,
2004). Second, sphericity was also measured for the equality of variances of the differences between
treatment levels. In the current research study sphericity was not a constraint since there must be more than
two conditions before there is concern (Field, 2009). The Mauchly’s test statistic was used to find
significant differences between the variances of the differences. The Bonferroni adjustment methodology
was also employed to minimize the family wise error rate (collection of ANOVA comparisons) and the
resulting loss of statistical power (Toothaker, 1993). The results after adjustment indicated non-significant
interactions between the CI Abstractions and the TL per manager level. See table 2.

Table 2: Repeated Measures ANOVA Test

Variables F df1 df2 Sig.
CI Behaviors 1.94 20 244 <0.05%*
CI Motivations 2.46 20 244 <0.05**
CI Cognitive 1.12 20 244 >0.05%*
CI Metacognitive 2.89 20 244 <0.05**

Table two lists the ANOVA results for the four research variables, indicating there was a statistically significant relationship between CI variables
and TL. The statistical relationship between CI and TL skills has been the subject of a limited number of research studies to date (Keung, 2011;
Keung & Rockinson-Szapki, 2012). These results were a new empirical paradigm in research of the CI and TL statistical associations which had
not been studied before Keung (2011). The current research results indicate an average association between CI variables and TL of managers.

28



GLOBAL JOURNAL OF BUSINESS RESEARCH ¢ VOLUME 9 ¢« NUMBER 2 ¢ 2015

Additional Analysis

The correlations of the transformational leadership variables predicting cultural intelligence after
accounting for manager level were Pearson’s r coefficient numbers ranged from -0.147 (CI Motivation
correlated to TL) to 0.322 (CI Behaviors correlated to TL). The positive numbers indicated that the cultural
intelligence variable increased at an incremental rate in managers so did their transformational leadership
level. The negative numbers indicated that the cultural intelligence variable decreased at an incremental
rate in managers so did their transformational leadership level. See table 3.

Table 3: Correlation of Cultural Intelligence Variables and Transformational Leadership

N Pearson's r & Covariances p
BEH Index 265  0.322* 0.005%%%*
TL index 265 0.133 0.005%%%*
MGR_Lvl 75 -0.031 0.005%%%*
MOT _Index 265 025 0.005%%*%*
TL Index 265  -0.147 0.005%%*
MGR_Lvl 75 0.084 0.005%%*%*
COG_Index 265  0.199 0.005%%**
TL Index 265  0.088 0.005%%*%*
MGR_Lvl 75 0.044 0.005%%**
MC_Index 265 0295 0.005%%**
TL Index 265  0.123 0.005%%**
MGR Lvl 75 0.019 0.005%%*

*Correlation is significant at the 0.005 level (2-tailed). This table lists the correlations between the Cultural Intelligence and Transformational
Leadership variables. The N values are the sample sizes. Pearson’s r and covariance’s show the strength of relationship between variables and
within-group error variances for the experiment. The covariate was the first-level manager for this study.

In order to determine if any additional underlying (latent) variables were part of this research study, another
factor Analysis was performed on the instrument. The variables analyzed were contained in the MLQ, CQS
instruments, with the added manager levels. The Kaiser-Meyer-Olkin measure of sampling adequacy
(KMO) was equal to 904 indicating that the variables used in this research were highly correlated. The
results showed a mean range from 1.79 to 5.08 and were in turn determined to be inconclusive for the levels
of managers in this study.

The research data was analyzed using the Varimax Rotation analysis to determine if the sample size was
adequate. The research variables were compiled from the CQS and the MLQ. The CQS variables analyzed
were CI behavior, CI motivational, CI cognitive, and CI metacognitive; the MLQ variables were composed
of the combined transformational leadership style, with the added manager levels. The manager level
variable was the strongest factor. The factor analysis was conducted in an attempt to reduce the R-Matrix
of correlations down to meaningful (parsimony) non-latent variables (Cattell, 1966; Field, 2009). The scree
plot scale measured the study variables using eigenvalues from a low of (0.0) to a high of (12.7). Field
(2009) recommended that the Varimax Rotation variables measured with eigenvalues below 0.7 be
discarded when sample sizes are low, although in this case they were retained due to the high sample size
of 265. See Figure 2.
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Figure 2: Scree Plot of Study Analysis
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Figure 2: Scree plot from SPSS software of the Varimax Rotation Analysis for the research study. The scree plot graphs the eigenvalues for the
variables in the research study. The scree plot shows a point of inflection, approximately 2.5, where the mean of the horizontal and vertical graphs

intersect. The N = 50 for the number of factors in the research study. The communality after rotation was .6 which indicated that the scree plot of
the 252 sample size was adequate for this research study (Field, 2009).

Evaluation of Findings

Virtually every leadership and management theory has been tested across cultures (Gelfand, Erez, & Aycan,
2007) before Keung and Rockinson-Szapkiw (2012), which highlighted the need for higher levels of
cultural intelligence among 21st century managers. Many leadership models of the past decade have not
captured this new leadership dynamic in a contemporary knowledge-driven economy (Lichtenstein et al.,
2007). Most cultures exist to provide a source of identity among members (Earley, 2006), and because of
increased immigration of workers across borders, American Fortune 500 companies are expanding teams
containing workers with diverse ethnic and religious backgrounds, which requires new skills to manage
effectively (Roberge, Lewicki, Hietapelto, & Adbyldaeva, 2011). In summary, mangers must prepare to
effectively integrate this new diversity paradigm of resources in order to remain effective in the 21st
century. The following section discusses how this project met the research expectations and also provides
brief explanations for conflicting results.

Cultural Intelligence Behaviors and Motivations and Transformational Leadership

A statistically significant relationship was found between CI behaviors and motivations and TL of managers
at the American Fortune 500 company even with the covariate partialled out of the analysis. The results
from this study may be used to extend the Keung and Rockinson-Szapkiw (2012) study. The Keung and
Rockinson-Szapkiw findings were limited to a university environment. While this study investigated the
same variables, these were applied to a new corporate setting using the personnel in American Fortune 500
companies. The findings in this study were similar to Keung and Rockinson-Szapkiw, although there was
a higher correlation coefficient, indicating a stronger relationship between manager’s CI behaviors and TL
in American Fortune 500 companies. There was also a non-significant medium variable interaction
between CI behaviors and TL for second level and above managers. This finding indicated that managers
in this study with high CI behaviors and TL skills are able to manage more effectively in American Fortune
500 company business settings.
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Cultural Intelligence Cognitive and Metacognitive and Transformational Leadership

A statistically non-significant relationship was found between cultural intelligence (CI) cognitive and
metacognitive and transformational leadership of managers at American Fortune 500 companies, although
when the covariate is partialled out of the analysis the results produced a non-significant relationship.
However, these results may be used to extend the Keung and Rockinson-Szapkiw study (2012). The Keung
and Rockinson-Szapkiw findings were limited to university environments. While this study investigated
the same variables, these were applied to a new corporate setting using personnel in American Fortune 500
companies. The findings in this study were not similar to Keung and Rockinson-Szapkiw as the covariate
indicated that second level and above managers improved at a lower rate than the first level managers.
There was also a non-significant strong variable interaction between CI cognitive and TL. This finding
indicated a need existed for additional training for second level and above managers to improve their CI
cognitive and TL skills in order to manage effectively in American Fortune 500 company business settings.

Summary

The research study results indicated a relationship between cultural intelligence and transformational
leadership skills of managers at American Fortune 500 Companies. Previous studies that recorded low
levels of improvement in cultural intelligence and transformational leadership abilities, which resulted in a
lack of leader communications and effectiveness, subordinate disloyalty, low employee motivation,
employees not applying extra efforts, and a negative group environment (Amy, 2010; Jogulu, 2010;
Thiederman, 2008). These same issues have also been investigated in the larger American Fortune 500
companies (Wallace & Figueroa, 2012).

Each CI style was compared to managers’ TL. Each CI attribute was evaluated for Pearson’s r correlations.
This highest Pearsons r was CI behavior (1.814), which indicates the percentage of variability shared and
improvement with transformational leadership. This study showed statistically significant relationships
between the cultural intelligence behaviors and motivation skills and transformational leadership abilities
of managers in Fortune 500 companies in America. This study also showed statistically non-significant
relationships between cultural intelligence cognitive and metacognitive skills and transformational
leadership abilities of managers in American fortune 500 companies in America. The results of this study
indicated that there was a need for improvement at all level of managers for cultural intelligence skills in
order to manage effectively in 21st century American Fortune 500 company multicultural business settings.

Implications

According to the literature, managers in American corporations must embrace a solution to the lack of
cultural intelligence problem. Managers must build their knowledge of cultures while transforming
themselves, fostering new cultural awareness’s; while enabling this research to support continued success
in businesses (Creque & Gooden, 2011; Deng & Gibson, 2009; Prewitt, Weil, & McClure, 2011; Roberge,
Lewicki, Hietapelto, & Abdyldaeva, 2011; Warrick, 2011). The focus of this study was on the relationship
between cultural intelligence and transformational leadership skills. There were two implications
discovered in these research findings. The first implication pertained to the relationship between CI
behaviors and TL of managers at American Fortune 500 companies. Based upon the results of this
statistical analysis there was a statistically significant relationship between CI behaviors, CI
motivations, and TL of managers at American Fortune 500 companies. Even when the covariate was
partialled out of the regression analysis, the relationship between CI behaviors, CI motivations, and TL
among the second level and above managers was found to be statistically significant. This finding implied
that managers in American Fortune 500 companies who have overcome cultural-specific biases in CI
behaviors and motivations and TL are better prepared to manage resources from different cultural
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backgrounds. The significance of this correlation adds to extant literature on the diverse changes required
of managers in American Fortune 500 companies for the 21st century. Awareness of this relationship starts
the cultural intelligence process postulated earlier in this study.

The second implication addressed the research question pertaining to the relationship between CI
cognitive, CI metacognitive, and TL of managers at American Fortune 500 companies. Based upon
the results of this statistical analysis there was a statistically significant relationship between CI cognitive,
CI metacognitive, and TL of managers at American Fortune 500 companies. Although, when the covariate
was partialled out of the regression analysis, the relationship between CI cognitive, CI metacognitive, and
TL among the second level and above managers was found to be statistically non-significant. Therefore
the third implication in this study was that the relationship between CI cognitive and TL was statistically
non-significant when the covariate was partialled out of the analysis. This finding implied that second level
and above managers in American Fortune 500 companies may not have overcome cultural-specific biases
in CI cognitive and TL and are not prepared to manage resources from different cultural backgrounds. The
significance of this correlation adds to extant literature on the diverse changes required of managers in
American Fortune 500 companies for the 21st century. Awareness of this relationship should start the
education process for CI cognitive and CI metacognitive postulated earlier in this study.

Conclusions were drawn solely from the data collected from the 265 managers who responded to the survey.
The findings from the research were statistically significant and support and expanded upon the conclusions
of Bass and Avolio (1994), Bland (2007), and Ismail, Reza, & Mahdi (2012), who found that leaders who
successfully implemented transformational leadership processes will upgrade their knowledge, relevant
skills and abilities to become more effective and gain commitment by followers.

CONCLUSIONS

The purpose of this quantitative method of inquiry was to determine if there is a relationship between CI
attributes and TL abilities of managers at American Fortune 500 companies and what effect the interaction
of these abilities has upon these managers. Previous studies have investigated leadership cultural
intelligence, emotional intelligence, transformational and communication leadership although these
linkages are still being discovered (Massury, 2009; Yitshaki, 2012). Contemporary researchers have also
addressed specific populations, but more studies are needed to focus on the diversity of cultural intelligence
and incorporating the transformational skills of managers in American Fortune 500 companies. Pieterse,
Van Knippenberg, and Van Dierendonck (2013) identified how cultural diversity effects team learning,
biases, and performance within social groupings. Pieterse et al (2013) continued that cultural diversity has
the potential to stimulate and also disrupt the performance of teams. In particular, Kearney and Gebert
(2009) found that team diversity moderated the effectiveness of the transformational manager through the
integrating of information within the group. The potential outcome of this research is that managers may
better understand the factors that promote higher levels of cultural intelligence through the engagement of
their transformational charismatic skills (Ismail, Reza, & Mahdi, 2012).

Each cultural intelligence (CI) style was compared in this study with transformational leadership (TL)
abilities of managers. It was found that managers used the CI behaviors and transformational leadership
styles most showed the highest level of Clincrease. This study showed statistically significant relationships
between the cultural intelligence behaviors and motivation skills and transformational leadership abilities
of managers in Fortune 500 companies in America. This study also showed statistically non-significant
relationships between cultural intelligence cognitive and metacognitive skills and transformational
leadership abilities of managers in American fortune 500 companies in America.

The smallest improvement after the covariate was partialled from regression model was the second level
and above managers that use CI cognitive and TL styles in the workplace. This result was a non-significant
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statistical relationship between these variables indicating that the regression result was a chance finding
only. In this case, this study did not show support for alternate hypotheses for the CI cognitive and TL of
managers.

There were four limitations identified during this research study. The first limitation was the confounding
effect of self-rating managers. There also was no experimental manipulation performed to minimize
causality or bias during the research. This limitation was minimized statistically with the multi-regression
and correlation techniques used (Zerbe & Paulhus, 1987). The second limitation was that the research
period was from February to June 2014. If there had been a longer collection and research report period
there may have been a higher response rate to the questionnaire. The higher response rate would have
added to the analysis of the findings. The third limitation was that culture-specific biases from ethics-
related manager surveys. The mitigation of this cultural bias was that there was a highly diverse manager
population represented by multiple cultures from around the world. The preamble also requested the
respondents to put aside any biases and answer the questionnaire honestly. There also were reassurances
that all data would remain private and any release of data must first be approved by the Company. The
final limitation to this study was the inherent nature of using a quantitative research methodology.
Although, this study provided statistically tested data for researchers, it did not give rich, in-depth personal
experiences or perspectives from managers, as would a qualitative study. A qualitative study would have
delved into manager’s beliefs and opinions about their applications of cultural sensitivity, awareness,
intelligence and transformational leadership after having experienced these issues with their peers.
However, qualitative results would not have indicated possible causal links or correlations between cultural
intelligence and transformational leadership manager attributes.

Managers from other American Fortune 500 companies may feel differently about their use of cultural
intelligence and transformational leadership skills within different work environments. This study has
shown to be valid to build a statistical foundation to demonstrate the existence of the relationship between
cultural intelligence and transformational leadership in American Fortune 500 companies. Future
quantitative research is recommended to replicate that the statistical relationship between the cultural
intelligence and transformational leadership skills practiced in other large American Fortune 500 companies
and United States Government agencies. The application of field interviews, collecting in-depth
experiences, opinions and feelings may reveal new details and elegant characteristics of this new paradigm
(Patton, 2002). Future qualitative research is also recommended to reveal new themes, patterns, and
theoretical foundations of the combined cultural intelligence and transformational leadership as perceived
and experienced by managers practicing in the field.

An advantage of this study was the credibility and generalization of the findings. The setting was
investigated using actual managers within an actual work setting. This advantage adds credibility to the
phenomena studied in real world settings. Through being willing to enhance their understanding, leaders
and managers transform business with new cultural perspectives (Bush, 2009). The researcher recommends
that future research studies to explore the richness of diverse personal perceptions, experiences, and
theoretical underpinnings of the cultural intelligence progression within the transformational management
abilities at additional American Fortune 500 companies.

REFERENCES

Amy, A. H. (2010, June). Leaders as facilitators of individual and organizational learning. Leadership &
Organization Development Journal, 29(3), 212-234

Baguley, T. (2004). An introduction to sphericity. Retrieved from
http://homepages.gold.ac.uk/aphome/spheric.html

33



J.B.Boxetal | GIBR ¢ Vol. 9 + No. 2 ¢ 2015

Baligh, H. H. (1994, January). Components of culture: nature, interconnections, and relevance to the
decisions on the organizational structure. Management Science, 40(1), 14-27

Bandura, A. (1986). Social foundations of thought and action: A social cognitive theory. Englewood
Cliffs, NJ: Prentice Hall.

Bass, B. M., & Avolio, B. J. (1994). Improving organizational effectiveness through transformational
leadership. Thousand Oakes, CA: Sage.

Bass, B. M., & Riggio, R. E. (20006). Transformational Leadership (2nd Ed.). Mahwah, NJ: Lawrence
Erlbaum.

Bikson, T. K., Treverton, G. F., Moini, J., & Lindstrom (2003). New challenges for international
leadership: Lessons from organizations with global missions. Santa Monica, CA: Rand.

Brown, F. W., & Moshavi, D. (2005). Transformational leadership and emotional intelligence: A
potential pathway for an increased understanding of interpersonal influence. Journal of Organizational

Behavior, 26, 867-871

Brown, A. D., & Starkey, K. (2000, January). Organizational identity and learning a psychodynamic
perspective. The Academy of Management Review, 25(1), 102-121

Brownlee, T., & Lee, K. (2012). Building culturally competent organizations. The Community Tool Box,
Community Health and Development, University of Kansas.

Brungardt, C. (2011, January). The intersection between soft-skill development and leadership education.
Journal of Leadership Education, 10(1), 1-22

Brungardt, C., Greenleaf, J. L., Brungardt, C. J., & Arensforf, J. R. (2006). Majoring in leadership: A
review of undergraduate leadership degree programs. Journal of Leadership Educators, 5(1), 4-24

Bush, R. (2009, January). Transnational business. Transmission & Distribution World, 61(1), 8-10

Bussel, R. (1997). Business without a boss: The Columbia conserve company and workers’ control, 1917-
1943. Business History Review, 71(3), 417-444

Butler, E. W. (2012, May). The H-1B visa immigration program: Analaysis and comments. International
Journal of Business and Social Science, 3(9), 21-29

Caligiuri, P., & Tarique, 1. (2012, February). Dynamic cross-cultural competencies and global leadership
effectiveness. Journal of World Business.

Cattell, R. B. (1966). The scree test for the number of factors. Multivariate Behavior Responses, 1, 245-
276

Center for American Progress. (2009, February). 4 reinvigoration of international cooperation.
Chemers, M. M. (1997). An integrative theory of leadership. Mahwah, NJ: Lawrence Erlbaum.

Chin, C. O., Gaynier, L. P. (2006). Global leadership competence: A cultural intelligence perspective.
Paper presented at the Master Brewers Association of America, Chicago, IL.

34



GLOBAL JOURNAL OF BUSINESS RESEARCH ¢ VOLUME 9 ¢« NUMBER 2 ¢ 2015

Chiu, C., & Hong, Y. (2005). Cultural competence: Dynamic processes [Chapter 27, electronic version].
In A. Elliot & C. Dweck (Eds.), Handbook of competence and motivation (chapter 27).

Cronbach, L. J. (1951, September). Coefficient alpha and the internal structure of tests. Psychometrika,
16(3),297-334

Crowne, K. A. (2008, September). What leads to cultural intelligence? Business Horizons, 51(5), 391-399

Creque, C. A. & Gooden, D. J. (2011). Cultural intelligence and global business competencies: A
framework for organizational effectiveness in the global marketplace. International Journal of
Management and Information Systems, 15(4), 141-146

Deal, J. J., & Prince, D. W. (2003). Developing cultural adaptability: How to work across differences.
Greensboro, N.C.: Jossey-Bass.

Dean, B. P. (2007). Cultural intelligence in global leadership: A model for developing culturally and
nationally diverse teams. (Doctoral dissertation, The Regent University, 2007). Dissertation Abstracts
International, 68(11), 299. (AAT 3292256).

Deci, E. L., Koestner, R., Ryan, R. M., & Cameron, J. (2001). Extrinsic rewards and intrinsic motivation
in education: Reconsidered once again: Comment/Reply. Review of Educational Research, 71(1), 1-51

Deci, E. L., & Ryan, R. M. (2000, November). The “what” and “why” of goal pursuits: Human needs and
self-determination of behavior. Psychological Inquiry, 11(1), 227-268

DeGroot, T., Kiker, D. S., & Cross, T. C. (2000, December). A meta-analysis to review organizational
outcomes related to charismatic leadership. Candian Journal of Administrative Sciences, 17, 357-371

Deng, L., & Gibson, P. (2009). Mapping and modeling the capabilities that underlie effective cross-
cultural leadership: An interpretive study with practical outcomes. Cross Cultural Management, 16(4),
347-366

Dickson, M. W., Den Hartog, D. N., & Mitchelson, J. K. (2003, September). Research on leadership in a
cross-cultural context: Making progress, and raising new questions. The Leadership Quarterly, 14(6),

729-768

Drucker, P. F. (1955, January). Management science and the manager. Management Science, 1(2), 115-
127

Drucker, P. F. (2004, June). What makes an effective executive? Harvard Business
Review, 82(6), 58-61

Earley, P. C. (1984). Social interaction: The frequency of use and valuation in the United States, England,
and Ghana. Journal of Cross-cultural Psychology, 15(4), 477-485

Earley, P. C. (2006, November). Leading cultural research in the future: A matter of paradigms and taste.
Journal of International Business Studies, 37(6), 922-931

Earley, P. C., & Ang, S. (2003). Cultural intelligence: Individual interactions across cultures. Stanford,
CA: Stanford University Press.

35



J.B.Boxetal | GIBR ¢ Vol. 9 + No. 2 ¢ 2015

Eysenck, H. J., & Kamin, L. (1981). Intelligence: The battle of the mind. Great Britain: Multimedia.
Field, A. (2009). Discovering statistics using SPSS. Sage.

Fontaine, R. (2007, July). Cross-cultural management: Six perspectives. Cross-Cultural Management,
14(2), 125-135

Fowler, F. J. (2009). Survey research methods: Applied social research methods series (4th ed.).
Thousand Oaks, CA: Sage.

Gelfand, M. J., Erez, M., & Aycan, Z. (2007). Cross-cultural organizational behavior. Annual Review of
Psychology, 58, 479-514

Goleman, D. (1995, September). Change page brainstorming kinder, gentler smarts pay off. The Globe
and Mail, pp. B-16

Gregersen, H. B., & Black, J. S. (1990). A multifaceted approach to expatriate retention in international
assignments. Group and Organizational Studies, 15, 461-485

Heames, J. T., & Harvey, M. (2006). The evolution of the concept of the executive from the 20th century
manager to the 21st century global leader. Journal of leadership and Organizational Studies, 13(2), 29-41

Hester, L. J. (2005). The impact of strategic human resource management on organizational performance:
A perspective of resource-based view of the firm. (Doctoral dissertation, Nova Southeastern University,
2005). Dissertation Abstracts International, 67(2), 232. (AAT 3205541).

Hui-Wen, V. T., Mu-Shang, Y., & Nelson, D. B. (2010). The relationship between emotional intelligence
and leadership practices: A cross-cultural study of academic leaders in Taiwan and the USA. Journal of
Managerial Psychology, 25(8), 899-926

Ismail, A., Mohamed, H., Sulaiman, A., Mohamad, M., & Yusuf. M. (2011, January). An empirical study
of the relationship between transformational leadership, empowerment, and organizational commitment.
Business and Economics Research Journal, 2(1), 89-107

Ismail, A. M., Reza, R., & Mahdi, S. (2012, July). Analysis the relationship between cultural intelligence
and transformational leadership: The case of managers at the trade office. International Journal of
Business & Social Science, 3(14), 252-261

Javidan, M., Steers, R., & Hitt, M. (2007). The global mindset. Amsterdam: Elsevier.

Jogulu, U., D. (2010). Culturally-linked leadership styles. Leadership & Organization Development
Journal, 31(8), 705-719

Johnson, J. L., Cullen, J. B., Sakano, T., & Takenouchi, H. (1996). Setting the stage for trust and strategic
integration in Japanese-U.S. cooperative alliances. International Business Studies, Suppl. Special Issue,

27(5), 981-1004

Johnson, J. P., Lenartowicz, T., & Apud, S. (2006). Cross-cultural competence in international business:
Toward a definition and a model. Academy of International business, 37(4), 525-543

36



GLOBAL JOURNAL OF BUSINESS RESEARCH ¢ VOLUME 9 ¢« NUMBER 2 ¢ 2015

Jones, B., Harris, M. E., & Santana, M. (2008, February). Mastering developing new leadership for
transformative change. Journal of Academy of Business and Economics, 8(2), 1-7

Keung, E. K. (2011, July). What factors of cultural intelligence predict transformational leadership: A
study of international school leaders. (Doctoral dissertation, Liberty University, 2011). Dissertation
Abstracts International, 72(11), 111. (AAT 3468229).

Keung, E. K., & Rockinson-Szapkiw, A. J. (2012, July). The relationship between transformational
leadership and cultural intelligence. Journal of Educational Administration, 51(6), 836-854

Kim, T. T. (2009). Cultural Intelligence and employee job outcomes: The role of leadership. University of
California, Riverside, 76. AAT3384913

Kiyokawa, S., Dienes, Z., Tanaka, D., Yamada, D., & Crowne, L. (2012, July). Cross-cultural differences
in unconscious knowledge. Cognition, 124(1), 16-24

Lichtenstein, B. B., Uhl’-Bien, M., Marion, R., Seers, A., Orton, J. D., & Schreiber, C. (2007).
Complexity leadership theory: An interactive perspective on leading in complex adaptive systems. In J.
Hazy, J. Goldstein, & B. Lichtenstein (Eds.), Complex systems leadership theory: New perspectives from
complexity science and organizational effectiveness (pp. 129-144). Mansfield, MA: ISCE.

Loehr, J., & Schwartz, T. (2001, January). The making of a corporate athlete. Harvard Business Review,
120-128

Lugo, M. V. (2007). An examination of cultural and emotional intelligences in the development of global
transformational leadership skills. (Doctoral dissertation, Walden University), Dissertation Abstracts
International, 68(10), 134. AAT 3283980.

Mannor, M. (2008). Top executives and global leadership: At the intersection of cultural intelligence and
strategic leadership theory. In S. Ang & L. Van Dyne (Eds.). Handbook of Cultural Intelligence: Theory,
Measurement, and applications. (pp. 91-106). Armonk, NY: M.E. Sharpe.

Martelli, J. T., & Abels, P. B. (2011). Multinational corporations: The changing landscape. Management
Research Review, 34(8), 889-909

Maslow, A. H. (1966). Psychology of science: A reconnaissance.

Massury, B. (2009, May). Helping leaders achieve strategic alignment. Strategic Communication
Management, 13(3), 12

Maxwell, S. E., & Delaney, H. D. (2003). Designing experiments and analyzing data: A model
comparison perspective. New York, NY: Taylor & Francis Group, LLC.

McClelland, D. C. (1961). The achieving society [Questia online library version].

Mendenhall, M., Osland, J., Bird, A., Oddou, G., Maznevski, M. (2008). Global leadership: Research,
practice, and development. London: Routledge.

Merrifield, D. B. (2006, June). Make outsourcing a core competency. Research Technology Management,
49(3), 13-13

37



J.B.Boxetal | GIBR ¢ Vol. 9 + No. 2 ¢ 2015

Moon, T. (2010, April). Organizational cultural intelligence: Dynamic capability perspective. Group &
Organization Management, 35(4), 456-493

Moran, R. T., Harris, P. R., & Moran, S. V. (2011). Managing cultural differences: Leadership skills and
strategies for working in a global world (8th ed.). Burlington, MA: Elsevier Butterworth-Heinemann.

Moshavl, D., Brown, F. W., & Dodd, N. G. (2003). Leader self-awareness and its relationship to
subordinate attributes and performance. Leadership & Organizational Development Journal, 24(77/8),
407-418

Ng, E. S., & Sears, G. J. (2012). CEO leadership styles and the implementation of organizational diversity
practices: Moderating effects of social values and age. Journal of Business Ethics, 105(1), 41-52

Nohria, N., & Khurana, R. (2010). Handbook of leadership: Theory and practice [Google Reader
version].

Oreg, S. (2006). Personality, context, and resistence to organizational change. European Journal of Work
and Organizational Psychology, 15(1), 73-101

O'Sullivan, L. (1999). The distinction between stable and dynamic cross-cultural competencies:
Implications for expatriate trainability. Journal of International Business Studies, 30(4), 709-725

Patton, M. Q. (2002). Qualitative research & evaluation methods (3rd ed). Thousand Oaks, CA: Sage.

Pauliené, R. (2012, June). Transforming leadership styles and knowledge sharing in a multicultural
context. Business Management & Education, 10(1), 91-109

Pieterse, A. N., Van Knippenberg, D., & Van Dierendonck, D. (2013). Cultural diversity and team

performance: The role of team member goal orientation. Academy of Management Journal, 56(3), 782-
804

Popper, K. R. (2002). Conjecture and refutiations. London: Routledge Classics.

Prewitt, J., Weil, R., & McClure, A. (2011, October). Developing leadership in global and multi-cultural
organizations. International Journal of Business and Social Sciences, 2(13), 13-20

Racheli, S. G., Dolan, S. L., & Cerdin, J. L. (2005). Emotional intelligence as a predictor of cultural
adjustment for success in global assignments. Career Development International, 10(5), 375-395

Riggio, R. E., & Mumford, M. D. (2011, June). Introduction to the special issues: Longitudinal studies of
leadership development. The Leadership Quarterly, 22(3), 453-456

Roberge, M., Lewicki, R., Hietapelto, A., & Abdyldaeva, A. (2011). From theory to practice:
Recommending diversity practices. Journal of Diversity Management, 6(2), 1-20

Ryan, R. M., & Deci, E. L. (2008, August). A self-determination theory approach to psychotherapy: The
motivational basis for effective change. Canadian Psychology, 49(3), 186-193

Sawhney, T. (2008, December). Cultural intelligence and business behavior. ICFAI Journal of Soft Skills,
2(4),31-37

38



GLOBAL JOURNAL OF BUSINESS RESEARCH ¢ VOLUME 9 ¢« NUMBER 2 ¢ 2015

Scherer, A., G., & Palazzo, G. (2011, June). The new political role of business in a global world: A
review of a new perspective on CSR and its implications for the firm, governance, and democracy.
Journal of Management Studies, 48(4), 899-931

Service, R. W. (2012). Leadership and innovation across cultures: The CIQ-contextual intelligence
quotient. Southern Business Review, 37(1), 19-50

Shapiro, J. M., Ozanne, J. L., & Saatcioglu, B. (2008). An interpretive examination of the development of
cultural sensitivity in international business. Journal of International Business Studies, 39(1), 71-87

Silzer, R. (2010). Critical research issues in talent management. In R. Silzer & B. Dowell (Eds.), Strategy-
driven talent management: A leadership imperative (pp 767-780). San Francisco, CA: Jossey-Bass.

Skarmeas, D., Katsikeas, C. S., & Schlegelmilch, B. B. (2002). Drivers of commitment and its impact on
performance in cross-cultural buyer-seller relationships: The importer’s perspective. Journal of
International Business Studies, 33(4), 757-783

Sternberg , R. J. (1977). Intelligence, information processing, and analogical reasoning: The
componential analysis of human abilities. Hillsdale, NJ: Eribaum.

Sternberg, R. J. (1996, November). IQ counts, but what really counts is successful intelligence. National
Association of Secondary School Principals, 80(583), 18-23

Sternberg, R. J. (2011). From intelligence to leadership: A brief intellectual autobiography. Gifted Child
Quarterly, 55(4), 309-312

Thiederman, S. (2008). Making diversity work: Seven steps for defeating bias in the workplace. New
York: Kaplan.

Thomas, G. F., Zolin, R., & Hartman, J. L. (2009, March). The central role of communication in
developing trust and its effect on employee involvement. Journal of Business Communication, 45(3),
287-310

Toothaker, L. E. (1993). Multiple comparison procedures: Sage University Paper. Sage.

Vallas, S. P., Zimmerman, E., & Davis, S. N. (2009, December). Enemies of the state? Testing three
models of anti-immigrant sentiment. Research in Social Stratification and Mobility, 27(4), 201-217

Wallace, M., & Figueroa, R. (2012). Determinants of perceived immigrant job threat in American states.
Socoiological Perceptions, 55(4), 583-612

Warrick, D. D. (2011, July). The urgent need for skilled transformational leaders: Integrating
transformational leadership and organizational development. Journal of Leadership Accountability, 8(5),

11-26

Webb, M. W. (1983, April). Cross-cultural awareness: A framework for interaction. Personnel &
Guidance Journal, 61(8), 498-501

Weber, M. (1968). On charisma and institution building. Chicago, IL: University of Chicago Press.

39



J.B.Boxetal | GIBR ¢ Vol. 9 + No. 2 ¢ 2015

Wilson, S. D., & Mujtaba, B. G. (2010, October). The relationship between leadership and multiple
intelligences with the 21st Century’s higher education faculty. The Journal of Applied Business and
Economics, 11(3), 106-120

Yitshaki, R. (2012, November). How do entrepreneurs’ emotional intelligence and transformational
leadership orientation impact new ventures’ growth? Journal of Small Business and Entrpreneurship,
25(3), 357-374

Yukl, G. (1999). An evaluation of conceptual weaknesses in transformational and charismatic leadership
theories. The leadership Quarterly, 10(2), 285-305

Zagorsek, H. (2004, June). Assessing the universality of leadership: A three-level approach. Economic
and Business Review, 6(2), 155-179. Retrieved from http://search.proquest.com.proxyl.ncu.edu/

Zander, L., Mockaitis, A. L., & Butler, C. L. (2012, October). Leading global teams. Journal of World
Business, 47(4), 592-603

Zerbe, W. J. & Paulhus, D. L. (1987, April). Socially desirable responding in organizational behavior: A
reconception. Academy of Management Review, 12(2), 250-264

ACKNOWLEDGEMENT

The author recognizes and thanks Dr. Judith A. Converso and Dr. Efosa Osayamwen for their numerous
reviews and guidance during my research work.

BIOGRAPHY

Dr. James B. Box is a doctoral graduate of Business Administration at Northcentral University, School of
Business. He has worked in numerous business domains for over the last 30 years including Engineering
and Requirements, Operations Management, and Program Leadership. His main research interests are in
management competence, new leadership paradigms, business development, and the integration of multi-
cultural communications. Email: jbox@ncu.edu

Judith Converso (PhD). Dr. Converso has 38 years in public and private education and is currently a full
time Graduate School Dissertation Chair at Northcentral University, Prescott Valley, AZ. She is a
recognized analytical education and training professional with instructional systems expertise, especially
in the area of distance learning and large scale education and training initiatives. She earned a PhD in 2001
from Florida State University. Email: jconverso@ncu.edu

Efosa Osayamwen (PhD). Dr. Osayamwen has been a Subject Matter Expert at Northcentral University,
School of Business for 10 years. He has over over 21 years of technical experience and 17 years of
management experience. As a chief privacy officer for a corporation, he holds various certifications; among
the certifications are Certified Information Privacy Professional US (CIPP/US), and Certified Information
Privacy Professional Canada (CIPP/C). His main areas of specialization are management information
systems and information security. Email: eosayamwen@ncu.edu

40



