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ABSTRACT 

The objectives of this research were: (1) to study the components and indicators of 
cross-cultural leadership model for administrators of Hubei Polytechnic University under 
Hubei Province, (2) to develop the cross-cultural leadership model for administrators of 
Hubei Polytechnic University under Hubei Province. 

The research was a mixed methodology, including qualitative and quantitative 
research. The population included 1,095 administrators and full -time teachers of Hubei 
Polytechnic University. A total of 293 people were sampled using proportional stratifi ed 
random sampling. The instruments used for data collection were semi -structured 
interviews and a five-point rating scale questionnaire. The statistics for data analysis were 
descriptive statistics and confirmatory factor analysis. 

The research results reveal that: (1) there were 6 components and 24 indicators of 
cross-cultural leadership for the administrators of Hubei Polytechnic University, which 
consisted of expectations and coping strategies, administrator's personality, embrace cross-
cultural attitude and organizational support, management ability and cultural distance, (2) 
The cross-cultural leadership model of administrators established in Hubei Polytechnic 

University was fit with the empirical data. The value of Chi-square (χ2) = 249.31, Degree of 
Freedom (df) =217, Goodness of Fit Index (GFI) = 0.93,Tucker-Lewis Index (TLI) = 0.99, and 
Root Mean Square Error of Approximation (RMSEA) = 0.02, all in line with specified criteria. 
And the key components had the weight between 0.765 - 0.932 higher than 0.70. 
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Introduction 

From the perspective of education globalization, China has become one of the first 
places for other Asian countries, European and American countries to seek cooperation and 
settle down. At the same time, the issue of leadership in the cross-cultural education 
environment, with the international principals in the West as a typical carrier, is emerging in 
transnational education, and is forming a series of new situations and new challenges in the 
sense of leadership. Based on the disciplinary review of leadership, the researcher noticed 
that there is an innovative need for existing theories in the interpretation of the new era; 
on the other hand, cross-cultural leaders are a large system with diverse connotations. 
Practitioners are the leaders of the main "led objects". In layman's terms, non-local senior 
Administrators in any multinational institutions and institutions of higher learning are leaders 
in cross-cultural education. 

In the context of globalization, selecting and cultivating suitable talents to serve as 
leaders of institutions of higher learning is an urgent need for any local Chinese institutions 
of higher learning. His leadership style and leadership behaviors have largely affected 
whether the school develops and grows, or stagnates, and even leads to the failure of 
expansion. (Zhang Junhong, 2015) Whether leadership behaviors that are effective in one 
culture are effective in another culture, in cross-cultural management, we should not only 
adopt leadership behaviors that conform to the local culture, but also effectively improve 
the work efficiency of employees. 

The report of the 19th National Congress of the Communist Party of China pointed 
out that building a strong country in education is the basic project of the great rejuvenation 
of the Chinese nation. We must give priority to education, speed up the modernization of 
education, and do a good job in education that the people are satisfied with (Xi 
Jinping,2017), decisive victory in building a moderately prosperous society in an all-round 
way and striving for new The Great Victory of Socialism with Chinese Characteristics. 

Cross-cultural leadership theory argues that culture influences employees' attitudes 
and responses to different leadership styles. When we judge whether a leadership is 
effective, we are actually comparing such leadership behaviors with a leadership archetype 
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that is inherent in our minds, and this archetype is influenced by culture. (House & 
Cronshaw, 2004) The expectations that culture places on leaders affect our judgments 
about leadership. For example, in a collectivist culture like ours, paternalistic leadership is 
considered more effective; but in an individualistic culture, employees may think that 
paternalistic leaders do not respect subordinates enough. 

Edgar Schein (2014) pointed out in his book "Organizational Culture and Leadership": 
Culture and leadership are two sides of the same silver coin. When leaders create groups 
and organizations, they first begin the process of culture creation. After culture emerges, it 
determines the standards of leadership and who will or cannot be leaders (Edgar Schein, 
2014). The bare minimum for leaders is that if they are not aware of the cultures they are 
in, then those cultures will govern them. Understanding culture is something everyone 
aspires to, but understanding culture is even more critical for leaders who want to take on 
leadership roles. 

Liu Furen (2011:). first combined principals with the two concepts of cross-
cultural management are connected together, and it is proposed that cross-cultural 
management must become an important topic that the educational management theory 
circle and the school management practice circle must face. The article analyzes and lists 
the main cultural conflicts in the process of school internationalization as conflicts in 
concept, mechanism, personnel administration, thinking mode and language expression, 
and describes the adverse consequences of these conflicts in school management, and 
finally puts forward what the principal needs to have A series of abilities to deal with 
conflicts in cross-cultural environments, such as understanding communication, 
environmental transformation and innovation, etc. 

The development of education in China today also requires the ability of 
education administrators to match it. Management is an art, including decision-making, 
coordination, employment, etc. Only by mastering this art can we manage scientifically and 
improve management efficiency (Chen Jing, 2000). The cross-cultural leadership of leaders 
and Administrators is bound to become a new topic in the theoretical research and practical 
operation of leadership. Institutions of higher learning need Administrators with cross-
cultural leaders, and these cross-cultural leaders need to have cross-cultural leadership. 

No matter which country, there is a complete education system that belongs 
to its own country. In today's economic globalization and world integration, openness and 
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exchanges have become the mainstream melody. For example, the Belt and Road Initiative 
proposed by China in recent years, countries can only fully absorb the education systems 
of other countries. The advantages of Chinese education can be supplemented into the 
education system of the country, so as to facilitate the cultivation of talents and form a 
virtuous circle, so as to promote the research and practice of international cooperation in 
China's education sector from point to point. 

First of all, this paper will start from the components of administrators' cross-
cultural leadership, and conduct an in-depth study on the composition and indicators of 
administrators' cross-cultural leadership in Hubei Polytechnic University. This paper will 
develop a model of cross-cultural leadership to help university administrators, providing 
Problem-solving paths and skills. Second, create a cross-cultural leadership scale for more 
university administrators in Hubei Province, and provide managers with leadership self-
evaluation tools. Establish a cross-cultural leadership model for the education industry in 
Hubei Province and even the whole of China, as well as the administrators and related 
personnel of Chinese local universities. And enable managers to fully realize the importance 
of interculturality. It's about the country. The development of society and universities has 
extensive influence and reference value. Finally, a general discussion of administrators 
leading across cultures hopes to play a role in attracting new ideas. Let the administrators 
of Hubei Polytechnic University pay attention to new situations and problems in the 
management process, and take more reasonable management measures. 

 
2. Research Questions  

(1) What are the components and indicators of cross-cultural leadership model for 
administrators of Hubei Polytechnic University in Hubei Province? 

(2)  What is the cross-cultural leadership development models for administrators of 
Hubei Polytechnic University in Hubei Province? 
 
3. Research Objectives   

(1) To study components and indicators of cross-cultural leadership for 
administrators of Hubei Polytechnic University under Hubei Province. 

(2) To develop the cross-cultural leadership model for administrators of Hubei 
Polytechnic University under Hubei Province. 
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4.Research Hypothesis 
The cross-cultural leadership model for administrators of Hubei Polytechnic 

University under Hubei Province was fit with the empirical data. 
 

5. Research Methodology 
   5.1.1 Research Design 

Research design used mixed research method, first phase used qualitative 
methods to collect data from 20 relevant documents and filter through semi-structured 
interviews by 5 key informants, in order to determine the cross-cultural leadership 
components and indicators with the content analysis technique. Then, using a quantitative 
method, the empirical data of the respondents were collected through questionnaires. 

5.1.2 Population and Sample 
The population consists of administrators and teaching staff of Hubei 

Polytechnic University, with a total of 1,095 persons. The sample group was used to 
select respondents by proportional stratified random sampling using the G*Power 

procedure. (Set up as chi-square test: Df = 217, α err prob = .05, effect size w = 0.4, 
power = 0.8), a total of at least 293 sample size. 

5.1.3 Research Instruments 
 A 5-level scale questionnaire was created using the Chinese website "WJX.cn" 
and administered on a professional platform for online data collection. It consists of the 
following three parts.  

Part I: Demographic variables, the general information of the respondents, 
a total of 5 items including gender, age, education level, position, and working years.  

Part II: Rating scale questionnaire (5-point rating scale), discusses the 
development of the cross-cultural leadership model of managers in Hubei Polytechnic 
University, with a total of 57 items. 
 Part III: Suggestions and additional comments (Open Ended).  

All type of questionnaires will be Likert’s rating scale with 5 choices (Likert, R. 
1932 p. 1-55), and each choice the meaning as follows :1 = Strongly Disagree, 2 = Disagree, 
3 = Neutral, 4 = Agree, 5 = Strongly Agree.  

All of these develop are to use the IOC and Cronbach's alpha coefficient to find 
the validity and reliability. Through the design of the questionnaire, a total of 60 items were 
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obtained. After the IOC conducted by 5 experts, it was found that there were 57 items that 
were greater than 0.60 and remained. And the scale reliability, refer to the extent that the 
measurement instrument will consistently yield similar results when administered to the 
same sample under similar testing conditions. Cronbach’s alpha coefficient will be used to 
measure the degree of the scale reliability. In this study, Cronbach’s alpha coefficient above 
0.70 is acceptable. In this study, 57 items were statistically analyzed and the data were 
obtained. All items were higher than 0.80, and the Cronbach’s alpha coefficient was 0.98, 
indicating that the reliability of this questionnaire is very high.  

5.1.4 Data Collection 
The steps of data collection are as follows: 
Step 1: Apply for permission to collect data for research at Hubei Polytechnic 

University. 
Step 2: Apply for a letter of recommendation from a researcher at Hubei 

Polytechnic University. 
Step 3: Select a coordinating faculty member to assist in coordinating data 

collection across institutions. These tasks will be geared toward understanding the details 
of questionnaire administration and data collection. 

Step 4: Data collection for the selected sample by sending a questionnaire to 
the coordinator teacher who will help collect data for the selected sample for each 
school/college/department. 

5.1.5 Data Analysis 
5.1.5.1 Data analysis and statistics used in the research are as follows: 

 The analysis of the perception level of the respondents using a scale was 
estimated at 5 levels using the mean and the standard deviation. Whether the mean of the 
respondent's questionnaire scores fell within any behavioral range was shown that the 
characteristics of the practice that meet the actual conditions are like that by using the 
opinion evaluation criteria according to Bests’ analysis concept of average stratification 
which divided into 5 levels as follows: (Best, John W. and Kahn, James V. (1998).   
4.50–5.00 means characterizing the administration was at highest level, 3.50–3.49 means 
characterizing the administration was at high level, 2.50–3.49 means characterizing  
the administration was at moderate level. 1.50–2.49 means characterizing the administration 
was at low level, and 1.00–1.49 means characterizing the administration was at lowest level  
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1. Analyzing the model that the resilientt leadership of administrators should 
be developed. The arithmetic mean was used by the researchers in Best’ analysis (John  
W. Best, 1997: 190).    

2. Data analysis for frequency and percentage in order to know the status of the 
sample group, i.e., gender, age range, educational level, position level, professional title, 
work experience, professional attribute, etc. 

3. Average data analysis, Standard deviations and coefficients distribution  
to determine the suitability of the indicators for the selection of indicators in the model.  
by specifying the following criteria, the mean value is equal to or more than 3.00 and  
the distribution coefficient (CV.) is equal to or less than 20% (Suthitt Khonkan, 2004). 

5.1.5.2 Inferential statistics, for development model of resilient leadership for 
administrators. Confirmatory factor analysis (CFA) will be employed for finding and estimate 
the parameter in this situation as follows: 

1. Data analysis to take into account the suitability of variables to be 
analyzed for further components by analyzing the Pearson correlation coefficient. In order 
to determine the degree and direction of correlation, if the variables are not correlated 
then there is no common component. There was a statistically significant correlation at the 
.01 level (p< .01) (Nongluck Wiratchai, 1999). Bartlett's statistical analysis, which is a statistical 
test of the correlation matrix hypothesis between variables and Identity Matrix, considering 
the Bartlett's test of Sphericity and the probability that Is there an appropriate correlation 
to be used for further component analysis. By considering the statistical significance and 
analysis of the Kaiser-Myers-Allkil index. (Kaiser-Mayer-Olkin Measurers of Sampling 
Adequacy: MSA) Considering the criterion, a value greater than .80 indicates very good, less 
than .50 indicates invalid (Kim & Muclle, 1978 cited in Somkiat Thanok, 1996) 

2. Confirmatory Factor Analysis by testing the conformity of the structural 
correlation model and weighting the sub variables used to generate the empirical data 
indicators obtained from the weighted analysis of the data from the questionnaire. The sub-
variables used to generate the indicators and to verify the coherence of the research model 
are the theoretical models created by the researcher analysing first Order and According 
order confirmation component with the empirical data. Thereafter, the coherence of the 
research model with the empirical data was examined. If the results of the first data analysis 
do not meet the specified criteria, the researcher must adjust the model to meet the 
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specified criteria. According to the viewpoint of Diamantopoulos & Siguaw, 2000; 
Schumacker & Lomax, 2010; Jöreskog & Sörbom, 2012; Kelloway, 2015; Hair, et al, 2019; 
Pulpong Sooksawang, 2021), the statistical values to be used as the audit criteria are as 
follows: 

(1) Chi-square, used to test the statistical hypothesis that the function Harmony 
is zero. The lower of Chi-square closer to zero the model is consistent with the empirical 
data. 

(2) Goodness-of- Fit Index (GFI), which is the ratio of the difference between the 
harmonious functions from the model before and after the model was adjusted to the 
harmonization functions before the model was adjusted, values 0.90-1.00 indicate that the 
model was consistent with the empirical data. 

(3) Adjusted Goodness-of-Fit Index (AGFI), in which the GFI is adjusted taking into 
account the size of freedom (df), which includes the number of variables and the sample 
size if the AGFI values from 0.90-1.00 indicate that the model is consistent with the empirical 
data. 

(4) Root Mean Square Error of Approximation (RMSEA) error indicates the 
dissonance of the model generated with the population covariance matrix which is A value 
of RMSEA less than 0.05 indicates that the model is consistent with the empirical data. 

(5) Apply the results of the analysis to verify the consistency of the model. The 
following criteria were selected for indicators showing Factor Loading: 1) equal to or greater 
than 0.7 for parent component (Farrell & Rudd, 2011), and 2) equal to or greater than 0.30 
for sub-element and identifier (Tacq, 1997). 
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6. Research Results  
Figure 1 Show the second order CFA of cross-cultural model for administrators 

 
Table 1 Show statistical value of administrators’ cross-cultural leadership model of Hubei 
Polytechnic University in Hubei Province 

 
Latent and 
observable 

Standardized 
Factor 
loading 

S.E. C.R. A.V.E. p R2 

 
 
 
Administrator 

‘s Cross-
cultural 

Leadership 

Component 
F1 

0.874 
0.3
5 

0.89 0.50 0.00 0.765 

- V1 
- V4 
- V7 

0.703 
0.700 
0.693 
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Latent and 
observable 

Standardized 
Factor 
loading 

S.E. C.R. A.V.E. p R2 

 
 
 
Administrator 
‘s Cross-
cultural 
Leadership 

Component 
F3 

0.904 0.3
5 

0.82 0.54 0.00 0.818 

- V26 
- V27 
- V29 
- V30 

0.714 
0.747 
0.727 
0.731 

     

Component 
F4 

0.965 0.3
7 

0.81 0.53 0.00 0.932 

- V35 
- V36 
- V38 
- V39 

0.730 
0.723 
0.711 
0.724 

     

Component 
F5 

0.945 0.3
4 

0.89 0.56 0.00 0.893 

- V42 
- V43 
- V44 
-V45 
-V46 
-V49 

0.764 
0.729 
0.717 
0.764 
0.741 
0.741 

     

Component 
F6 

0.920 0.3
5 

0.80 0.57 0.00 0.847 

- V54 
- V55 
- V56 

0.757 
0.720 
0.774 

     

Note:  F1: Expectations and coping strategies          F2: Administrator's Personality  
         F3: Embrace cross-cultural attitude            F4: Organizational support 
         F5: Management ability               F6: Cultural distance 
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From Figure 1and Table 1. above the results of the second order by CFA with 
the AMOS program, the following confirmative index values were obtained: Relative Chi-

square (χ2/df) = 1.149, Degree of Freedom (df) = 217, p-value = 0.065, Goodness of Fit Index 
(GFI) = 0.934, Tucker-Lewis Index (TLI) = 0.989, Comparative Fit Index (CFI) = 0.992, Root 
mean square residual (RMR) = 0.013,Root Mean Square Error of Approximation (RMSEA) 

=0.023. By this evaluate index meet the specified criteria, Relative Chi-square (χ2/df) < 2 
(Diamantopoulos, A. et al.,2000; Schumacker, R. E. and Lomax, R. G.,2010), p > 0.05, GFI, 
AGFI, CFI, TLI,  ≥ 0.90, RMR and RMSEA ≤ 0.08 (Jöreskog and Sörbom,1996; Diamantopoulos, 
A. et al., 2000; Fan and Sivo, 2009; Hair et al, 2010, Poonpong Suksawang, 2020). 

Therefore, based on the results of this analysis, it can be concluded that cross-
cultural leadership model for administrators from theory and research related and empirical 
data was consistent. It was based on research assumptions. It can be concluded that the 
administrator’ s cross-cultural leadership that have 6 components, there are (1) Expectation 
and coping strategies, (2) Administrators’ personality, (3) Embrace cross-cultural ability, (4) 
Organizational support, (5) Management ability, and (6) Cultural distance. 

 
Table 2 Show the rank order of Squared Multiple Correlations 

 
Components 

Squared Multiple 
Correlations or R2 

Rank order % Explain 

F4: Organizational support 0.932 1 93.20 

F5: Management ability 0.893 2 89.30 

F2: Administrators’ personality 0.851 3 85.10 

F6: Cultural distance 0.847 4 84.47 

F3: Embrace a cross cultural ability 0.818 5 81.80 

F1: Expectation and coping strategies 0.765 6 76.50 

 
From Table 2: in these components that important listed in the following rank 

order were the component F4: Organizational support, the component F5: Management 
ability, the component F2: Administrators’ personality, the component F6: Cultural distance, 
the component F3: Embrace a cross cultural ability, and the component F1: Expectation 
and coping strategies and, respectively. And the Standardized Regression Weights or Factor 
loading were 0.965, 0.945, 0.923, 0.920, 0.904, and 0.874 respectively. 
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As follows from the criteria of Farrell & Rudd (2011), Pett, Lackey, and Sullivan 
(2003), factor loading is basically the correlation coefficient for the variable and 
factor. Factor loading shows the variance explained by the variable on that particular 
factor. In the SEM approach, as a rule of thumb, 0.7 or higher factor loading represents that 
the factor extracts sufficient variance from that variable. As the same mentioned from many 
academic scholars the factor loading value should be equal to or greater than 0.7 and equal 
to or greater than 0.30 for subcomponents or indicators (Tacq,1997; Alan Agresti, 2015). 
Therefore, in these 6 components and 24 indicators, the value of factor loading was very 
high. The most important was Organizational support, the value of factor loading = 0.965 
and R2 = 0.932.  Followed by Management ability, factor loading = 0.945 and R2 = 0.893, 
followed by , factor loading = 0.923 and R2 = 0.918, followed by Administrators’ personality, 
factor loading = 0.887 and R2 = 0.851,  followed by Cultural distance, factor loading = 0.920 
and R2 = 0.847, followed by Embrace a cross cultural ability, factor loading = 0.904 and R2 
= 0.818, and the last component with the least importance in the group Expectation and 
coping strategies, factor loading = 0.874 and R2 = 0.765, respectively.  And all of 6 main 
components included the indicators were statistically significant at .01 (p < .01). 

The first component that showed the most importance was Organizational 
support (factor loading = 0.965), the importance of the indicator by rank order were the 
indicator of V1, V4, and V7 , the factor loading were 0.703, 0.700, and 0.693, respectively. 

The second component that showed the follow importance was Management 
ability (factor loading = 0.945), the importance of the indicator by rank order were the 
indicator of V42, V43, V44, V45, V46, and V49, the factor loading were 0.764, 0.729, 0.714, 
0.764, 0.741, and 0.741, respectively. 

The third component that showed the follow importance was Administrators’ 
personality (factor loading = 0.923), the importance of the indicator by rank order were the 
indicator of V13, V14, V18, and V17, the factor loading was 0.714, 0.766, 0.725 and 0.701, 
respectively. 

The fourth component that showed the follow importance was Cultural 
distance (factor loading = 0.920), the importance of the indicator by rank order were the 
indicator of V56, V54 and V55, the factor loading was 0.774, 0.757, and 0.720, respectively. 

The fifth component that showed the follow importance was Embrace a cross 
cultural ability (factor loading = 0904), the importance of the indicator by rank order were 
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the indicator of V27, V30, V29, and V26, the factor loading were 0.747, 0.731, 0.727, and 
0.714, respectively. 

The sixth component that showed the follow importance was Expectation and 
coping strategies (factor loading = 0.874), the importance of the indicator by rank order were 
the indicator of V1, V4 and V7, the factor loading was 0.703, 0.700, and 0.693, respectively. 

In conclusion, the cross-cultural leadership model for administrators of Hubei 
Polytechnic University in Hubei Province as showed in Figure2 

            
Figure 2 Cross-cultural Leadership model Conceptual Chart  

for Administrators of Hubei Polytechnic University in Hubei Province 
 
7. Discussion 

Discussion about major findings of determining the components and indicators of 
Cross-cultural Leadership required by Administrators: 

There were 6 components and 24 indicators of Cross-cultural Leadership required 
by Administrators which consisted of (1) Expectations and coping strategies, (2) 
Administrator's Personality, (3) Embrace cross-cultural attitude, (4) Organizational support, 
(5) Management ability, (6) Cultural distance. Discussion on the main findings of the 
managerial cross-cultural leadership model of Hubei Institute of Technology: The reason for 
this revelation is that the development of the managerial cross-cultural leadership model 
can help administrators enhance the ability to discern the value and relevance of various 
information. In the process of multiple cultures colliding with each other, through the 
strengthening of self-awareness, effective leadership concepts and scientific decision-making 
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are implemented in the entire organization. Cross-cultural leadership is an intellectual 
pursuit. Since cross-cultural leadership is formed in the process of cultural exchanges with 
differences, the understanding of various values, customs, and institutional inertia has 
become a unique requirement for cross-cultural leaders. Compared with the leadership in 
the original monocultural system, cross-cultural leadership has higher requirements for the 
knowledge and quality of leaders. Advantage, the findings of this study are consistent with 
the theory or research of L.A.McArtur&F.Forstrin (2001), who found that: "The emphasis on 
environment, in short, is external attribution, environmental attribution, and the belief that 
the reasons for others' behavior are derived from situational factors, Such as the individual's 
surrounding environment and the role and influence of other individual behaviors. These 
factors outside the individual are extraverted attributions." In addition, the findings are 
consistent with those of Barnard (2007), Chen Binliang (2012), Zhang Qianwen (2014) and 
others.  

Model fitting index was used to analyze the validity of the overall model fitting. it is 
recommended to use several common indicators, including chi-square degree of freedom 

ratio, CFI, TLI, RMSEA, SRMR.Relative Chi-square (χ2/df) = 1.149, Degree of Freedom (df) = 
217, p-value = 0.065, Goodness of Fit Index (GFI) = 0.934, Tucker-Lewis Index (TLI) = 0.989, 
Comparative Fit Index (CFI) = 0.992, Root mean square residual (RMR) = 0.013,Root Mean 
Square Error of Approximation (RMSEA) =0.023. By this evaluate index meet the specified 

criteria, Relative Chi-square (χ2/df) < 2 (Diamantopoulos, A. et al.,2000; Schumacker, R. E. 
and Lomax, R. G.,2010), p > 0.05, GFI, AGFI, CFI, TLI,  ≥ 0.90, RMR and RMSEA ≤ 0.08 (Jöreskog 
and Sörbom,1996; Diamantopoulos, A. et al., 2000; Fan and Sivo, 2009; Hair et al, 2010, 
Poonpong Suksawang, 2020).The above values of the model fitting index are above the 
standard values, indicating that the model fitting is better. 
 
8. Recommendations 

8.1. Recommendation for Practical Application 
By sorting out relevant literature on cross-cultural leadership at home and abroad, 

and interviewing key information providers. Through content analysis, the components and 
indicators of cross-cultural leadership required by managers are obtained. Understand the 
importance of these indicators, their application and practical effect in different 
management fields. Design a questionnaire and apply it to a specific population and sample. 
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Through empirical research and statistical data analysis, a cross-cultural leadership model 
of managers in Hubei Polytechnic University is established. This model has a certain guiding 
role and influence on university administrators in Hubei Province and even the whole of 
China. Through statistical data, the elastic leadership mode of managers in Hubei 
Polytechnic University is verified. By comparing the corresponding normative values and 
hypothesis testing, it is found that the established cross-cultural leadership model is 
consistent with the empirical data. Finally, a viable set of development models is identified 
that can be applied to management practice. 

8.2. Recommendation for Further Research  
1) In the group discussion, get more ideas and further improve the theoretical basis 

of cross-cultural leadership in Hubei Polytechnic University, Huangshi City, Hubei Province. 
2) In the study, create a cross-cultural leadership scale for more college 

administrators in Hubei Province, and provide Administrators with tools for self-assessment 
of leadership. 

3) The research will further carry out questionnaire survey on the basis of this study, 
expand the sample size, improve the data quality, and apply the cross-cultural leadership 
development model of school administrators. In the context of universities, as far as 
research focus is concerned, the general discussion on cross-cultural leadership of 
Administrators hopes to play a role in attracting new ideas. 

 
References 
Cai, Q., Hong, R., Chen, Y., et al. (2012). K-12 Consistent Curriculum Outline Core 

Competencies at Each Educational Stage and Curriculum Integration Research in 
Various Fields. Chiayi: Chung Cheng University Curriculum Research Institute. 

Cortina, J. M. (1993). What Is Coefficient Alpha? An Examination of Theory and 
Applications. Journal of Applied Psychology, 78, 98-104. https://doi.org/10.1037/ 
0021-9010.78.1.98 

Den Hartog, D. N., House, R. J., Hanges, P. J., Ruiz Quintanilla, S. A., & GLOBE Coordinating 
Team. (1999). Culture specific and cross-culturally generalizable implicit 
leadership theories: Are attributes of charismatic/transformational leadership 
universally endorsed? Leadership Quarterly, 10(2), 219-256. 



112 
 

EDUCATIONAL ACADEMIC JOURNAL BANGKOKTHONBURI UNIVERSITY Vol. 11 No. 2 May - August 2023 

 

Wu, D., Dulebohn, J. H., Liao, C., & Hoch, J. E. (2022). Cultural congruence or 
compensation? A meta-analytic test of transformational and transactional 
leadership effects across cultures. Journal of International Business Studies, 
forthcoming, 1-29. 

Eden, D., & Rynes, S. L. (2003). Publishing across borders: Furthering the 
internationalization of AMJ. Academy of Management Journal, 46(6), 679-683. 

Elenkov, D. S., & Manev, I. M. (2005). Top management leadership and influence on 
innovation: The role of sociocultural context. Journal of Management, 31, 381-402. 

Gibson, C. B., & Zellmer-Bruhn, M. E. (2001). Metaphors and meaning: An intercultural 
analysis of the concept of teamwork. Administrative Science Quarterly, 46(2), 274-
303. 

Hanassab, S., & Tidwell, R. (2002). International students in higher education: 
Identification of needs and implications for policy and practice. Journal of 
Studies in International Education, 6(4), 315. 

House, R. J., Wright, N. S., & Aditya, R. N. (1997). Cross-cultural research on 
organizational leadership: A critical analysis and a proposed theory. In P. C. 
Earley & M. Erez (Eds.), New perspectives on international industrial/organizational 
psychology (pp. 535-625). San Francisco, CA: Jossey-Bass. 

Kirkman, B. L., Lowe, K. B., & Gibson, C. B. (2006). A quarter century of culture's 
consequences: A review of empirical research incorporating Hofstede's cultural 
values framework. Journal of International Business Studies, 37(3), 285-320. 

Mclellan, C. E. (2009). Cooperative policies and African international students: Do 
policy spirits match experiences? Higher Education Policy, 22(3), 54. 

Leithwood, K., & Jantzi, D. (2006). Transformational school leadership for large-scale 
reform: Effects on students, teachers, and their classroom practices. School 
Effectiveness and School Improvement, 17(2), 220-227. 

Lebcir, R. M., Wells, H., & Bond, A. (2008). Factors affecting academic performance of 
international students in project management courses: A case study from a 
British post-92 university. International Journal of Project Management, 26(3), 67. 

Schaffer, B. S., & Riordan, C. M. (2003). A review of cross-cultural methodologies for 
organizational research: A best-practices approach. Organizational Research 
Methods, 6(2), 169-215. 



113 
 

วารสารศึกษาศาสตร์ มหาวิทยาลยักรุงเทพธนบุรี ปีที่ 11 ฉบับท่ี 2 พฤษภาคม - สิงหาคม 2566 

Toastmasters. (n.d.). Must have leadership skills for the 21st century. Retrieved 
November 28, 2013, from http://westsidetoastmasters.com/article_Reference/ 
must_have_leadership_skills_for_21st_century.html 

Vroom, V. H., & Yetton, P. W. (1973). Leadership and decision-making. Pittsburgh, PA: 
University of Pittsburgh Press. 

Werner, S. (2002). Recent developments in international management research: A 
review of 20 top management journals. Journal of Management, 28(3), 277-305. 

Ward, C. (2008). Thinking outside the berry boxes: New perspectives on identity, 
acculturation and intercultural relations. International Journal of Intercultural 
Relations, 32(2), 110. 

Wepner, S. B., & Quatroche, D. J. (2011). How are colleges and universities preparing 
reading specialist candidates for leadership positions in the schools? Reading 
Horizons: A Journal of Literacy and Language Arts, 51(2). Retrieved from 
https://scholarworks.wmich.edu/reading_horizons/vol51/iss2/4 

Yukl, G. (1971). Toward a behavioral theory of leadership. Organizational Behavior and 
Human Performance, 6, 414-440. 

Hanley, S., & Malafsky, G. (2003). A guide for measuring the value of KM investments. In 
Handbook on Knowledge Management (pp. 481-494). Berlin: Springer Verlag. 

Goleman, D., Boyatzis, R. E., & McKee, A. (2004). Primal leadership: Learning to lead with 
emotional intelligence. Boston: Harvard Business Review Press. 

Wang, Y., & Cai, J. (2021). Research on the impact mechanism of positive leadership of 
enterprise administrators on organizational resilience. Journal of Capital 
University of Economics and Trade, (02), 92-102. 

Wen, X., & Zhu, S. (1998). Educating the nation's yinghua and building the pillars of 
the future. Party History World, (10), 45. 

Ye, W. (2007). University quality education and education returning to humanism. 
Doctoral dissertation, Hunan Normal University. 

Zhonghua Zhu. (2006). Reflections on Constructing the Evaluation System of Quality 
Education in Colleges and Universities. Educational Exploration, (3), 61-62. 

Zheng, X., Guo, Y., & Liu, Z. (2021). Theoretical model construction of crisis leadership: 
Qualitative research based on the case of Chinese Captain Liu Chuanjian. 
Journal of Management, (01), 12-21. 

 


