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Session outline

• The nature of the cross-cultural setting
• What should training cover and in what ways is it best provided?
• How can we best support from a distance when things are going well?
• Challenges a leader faces in a cross-cultural setting
• How can we best support them when things go wrong?
• How do we help leaders to succeed and avoid burnout?



• Leading locals in the host culture
• Leading other team members from home culture within the host culture
• Leading a cross-cultural team

Setting the context - Clarifying the nature of 
the cross-cultural setting



Debunking the mystery

• Not some strange ability
• Needs leadership competence and cross-cultural capacity



Rank order of important leadership characteristics

Most Important

• Adaptability
• Integrity
• Authentic
• Honest
• Communicator

Least Important

• Aggressive 
• Conflict-inducer
• Dominant
• Self-centred  
• Status conscious 



• Start before someone is even considered for leadership
• Effectiveness in cross-cultural living
• Culture of Affirmation
• Leadership is only one aspect of what we build

Consciously and deliberately building 
people



What should training cover?

• Leadership paradigms (paternalistic, transformational, transactional / 
autocratic, democratic, laissez-faire, etc)

• Self-reflection on individual's culture usual style and own preferred leadership 
style (https://www.discgb.co.uk)

• Guided reflection on host culture's leadership models
• Useful models: Hofstede for example (https://www.hofstede-insights.com/

product/compare-countries)

https://www.discgb.co.uk
https://www.hofstede-insights.com/product/compare-countries
https://www.hofstede-insights.com/product/compare-countries




• Cultural capacity (reflect on behaviours of local people, study ethnographies of 
the host people/culture

• Cross-cultural communication, particularly high/low context cultures. Useful 
models of Kluckholn and Strodtbeck's Dimensions of Culture



• Formal training as a preliminary step in a non-formal ongoing programme
• Guided learning through a mentoring process involving reflection on material 

provided to the candidate covering the above areas
• Where possible, interaction with others in similar position and setting
• Create a context for meaningful interactions 

In what ways is training best provided?



• Do you think it’s possible for someone to use their cultural differences to justify 
their mistakes? “I’m Brazilian, whether you like it or not, I do things this way” 
even when that conveys an opposing message to the other party. 

• In what cross-cultural interaction do you think we may be tempted, even if 
unintentionally, to expect someone from another culture to do things the way “I 
do”?

Discussion 



How can we best support from a distance 
when things are going well
• Keep the input coming
• Build strength into key long-term relationships
• Listen, affirm, visit, give time to process, celebrate the victories and debrief the failures
• Anticipate the challenges, pre-emptive thought into potential threats, team 

relationships...
• "Quem não chora não mama"



What are some areas of pressure leaders face 
in cross-cultural settings?



• Family relationships
• Weariness and Loneliness
• Still being an outsider
• Tension in relationships with other non-locals

What are some areas of pressure leaders face 
in cross-cultural settings?



How can leaders be helped to establish healthy 
patterns of work and ministry, self-care and rest?
• Support and oversight
• Local peer relationships
• Non-local peer relationships
• Keep open support and communication with a leader's spouse
• Depending on entity policy, require down time / time out (holidays)
• Healthy boundaries


