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RESUMO

O aumento de empresas que operam internacionalmesnier o desenvolvimento de lideres
mundiais para colocar as estratégias em pratichoEareste processo de desenvolvimento é
importante para o mundo corporativo, muitos futlewscutivos sdo graduados de escolas de
administracdo de empresas que estao intimameaokgao mundo de negdcios e, portanto,
desempenhdo um papel importante no processo. Estguipa examina se 0S programas
europeus “Master in Management” classificado petwaicial Times em 2010 selecionam
aqueles candidatos que sado mais adequados parsenvdlrimento de lideranca global.
Portanto, trés anteriores meta-estudos sao sedesz para produzir um perfil de
competéncias classificadas de um lider global. & nitdformacdes sobre os critérios de
admissdo dos programas de mestrado sdo coletadasngaradas com este perfil. Os
resultados mostram que seis competéncias sao reegaidanais da metade dos programas:
proficiéncia em Inglés, capacidade analitica (r@mento 16gico e quantitativo), capacidade
de comunicacdo, conhecimento do negdécio globagraéacio para alcangar, motivacao e
capacidade interpessoal. Além disso, as habilidagesacionais requerentes pelos lideres
globais ndo sdo significativas no processo de admi® o foco é sobre as habilidades
analiticas. Comparacao dos resultados com o erfdriormente desenvolvido abrangente
indica que uma quantidade significativa de progsarmpade subestimar o significado de

habilidades pessoais e caracteristicas para ow@genento de lideres globais.

Palavras-chave: Lideranca, Escolas de administracdo de empresasuiwxos, Selecao e

admissao.



ABSTRACT

The increase of internationally operating compameguires the development of global
leaders to put strategies into practice. Althoughk tevelopment process is important to the
corporate world, many future executives are graatuitom top business schools which are
closely linked to the business world and therefdesy an important role in the process. This
research examines whether the top European “Mastglanagement” programs ranked by
Financial Times in 2010 select those candidates dha best suited for global leadership
development. Therefore, three previous meta-studiessynthesized to yield a profile of
categorized competencies of a global leader. Timormation on admission criteria of the
master programs is gathered and compared to thigepResults show that six competencies
are measured by more than half of the programslignéanguage proficiency, analytical
ability (logical reasoning and quantitative), conmmuoation ability, global business
knowledge, determination to achieve, motivatioveliand interpersonal ability. Furthermore,
applicant skills are non-significant in the adnossiprocess and focus is on the analytical
abilities. Comparison of the results to the preslgudeveloped comprehensive profile of a
global leader indicates that a significant amouftpoograms might underestimate the

meaning of personal abilities and traits for theed@poment of global leaders.

Keywords: Global leadership, European business schools, masteanagement, admission

criteria, KSAO competency model, threshold compeats) personality traits
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1. INTRODUCTION

The development of global leadership as a criscacess factor of internationally operating
companies has been widely recognized by scholaatigi@xi & Di Santo, 2001; Evans,
Pucik, & Barsoux, 2002; Bartlett & Ghoshal, 199Zn@er, 2000; Gregresen, Morrison, &
Mendenhall, 2000; Morrison, 2000). Companies fat@areasing shortage of global leaders
(Gregersen, Morrison, & Black, 1998) that ultimgtééads to lower bottom-line results
(Stroh & Caligiuri, 1998). As a result, global leaship development (GLD) has become an

important human resource issue.

Consequently, scholars have engaged in a new obsagenda and a new stream of literature
around the terms of global leadership, global mars@nd global mindset has evolved,
addressing the question of developing managersafgatible to address global as well as
domestic leadership competencies. Most researchglobal leadership focused on the
corporate world, particularly in the area of exjaiobn or international assignment
management (Black, Morrison, & Gregersen, 1999;t&uw2002; Stroh & Caligiuri, 1998;
Osland, Bird, Mendenhall, & Osland, 2007). The cogbe world however is not the starting
point of GLD. This paper looks at one importantckrin the wall of GLD, namely the top
European business schools. Indeed, many top msssohools produce a significant number

of future executives in internationally operatirappanies (MINES ParisTech, 2011).

Generally, there is an imperative dynamic processvéen business schools and their
stakeholders to design and adapt their programseady the name “business school” or
“school of management” suggests the desired sityilaf these institutions with actual
businesses and many practical elements are amahfegt of the curriculum. The underlying
idea is that the more the needs of businessesaneporated in the graduate requirements,
the higher the “employability” and the job succedsthe graduates, a key factor in the
business model of business schools. This resuliscausal connection between the needs of
the business world and the profile of the gradwhtieusiness school programs. Even though
by design, business school education will alwagsa ttertain degree, lag behind the actual
needs of the ever changing business world, itsrpmg are designed and adapted according
to the needs of businesses and graduate profiesa@ordingly redefined. The business

schools then translate the profile into competentiet the graduate should possess. The
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desired graduate profile can be understood as migeoto the companies that this person
possesses the competencies necessary to effeatarelyout the required tasks and grow into

the role of a global leader.

Looking at our concrete case of global leadersleyetbpment, the increased need of global
leaders puts their development on the agenda ahdmss schools, too. To achieve this,

business schools generally have two levers theyndrshould use:

1. Selecting those students that have the greateshimtto possess the desired global
leadership competencies by the end of the progmewe{op and adapt selection
processes to find suitable candidates)

2. Providing the education to make them reach thisemi@l (develop and adapt

education methods)



Businesses
have an increasing need for global leaders

/ Profile of a global leader \

Competencies that Competencies that
are relatively easy are relatively
to develop or difficultto
change develop or change

\ Graduate profile /
develop

Business schools
are incentivezed to match graduate profiles to the profile
ofa global leader

Develop and adapt educational methods and contents

Develop and adapt admission processes to find suitable )
candidates

14

Figure 1: Interdependence of competency modelsdmtwusiness schools and businesses

This two-fold action imperative for the businesh@uls is what Caligiuri refers to as

“providing the right people with the right developnt opportunities will produce effective

global leaders” (Caligiuri, 2006). This causal cection of businesses and business schools is

depicted in Figure 1. Furthermore, it is importéamttake into account the constraints the

competency development process faces (e.g. produaation and competency mutability).

This research examined the second lever, namelyadngssion processes to find suitable

candidates. It dichot examine the educational methods used by busirs®is for GLD.

Furthermore, it focused exclusively on top programgurope, namely the European Master
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in Management (MiM) programs These MiM programs were created after the s@dall
Bologna process of harmonization of the Europeghédri education systems. Ensuring a high
international visibility and profile, only thoseqgrams were considered that were ranked in
the Financial Times (FT), an important visible ator for potential applicants. According to
the European Quality Improvement System (EQUISgseéhschools should demonstrate
successful preparation for “potential careers iermational management” (EQUIS, 2011)
which formally makes them relevant for GLD. EQUESan organization that is part of the
European Foundation for Management Development (BfMwarding accreditation for
those business schools that fulfill certain stipedastandards and pay the accreditation fee. It
was founded during the time of the harmonizatiothef European higher education systems
that also affected management education. Morelgetaithe MiM programs are given in the

sample description in sections 3.1 and 3.2.

More concretely, this research examined how thesibss schools select their students for
the MiM programs and how the criteria in this adsitoa process compare to the profile of a
global leader defined in the literature. In pat@gcuit is interesting to examine admission
processes taking into account the feasibility fasibess schools to alter the competency
model of a student. Which competencies are de$ioed a graduate and to what extent can
business schools provide the education to devel@ghange them? If this process is difficult,
what follows for admission processes? Admissionice$f require effective processes in
particular for international students who come frather countries with less known
educational systems. Considering the rising numiferinternational graduate school
applicants over the last years (BBC, 2011), effecddmission processes becomes more and

more important.

Past research on selection processes had a diffears. It mostly analyzed to what extent
certain admission criteria predict study succesar&@ Jr. & King, 1994; Deckro &

Woundenberg, 1977; Shapiro & Gould, 1980). Howewtudy success in this context is
mostly identified as graduate grade point aver&geA). In this thesis, the notion of study
success isiot considered. The focus is on the selection proocessmore practical sense -
defined as matching the profile of a “global leddé&urthermore, past literature examined
selection processes deals with Master in Busines®idistration (MBA) programs in the

United States. Although many times modeled afterAmerican MBAs to a certain extent,

! Although having slightly different names, all exaed master programs are in the “Masters in Manag¢m
ranking of Financial Times and will be accordingiyerred to
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European master in management (MiM) programs havg different characteristics as well
as the applicants have different profiles fromtghpmcal MBA applicants in the United States.

As a result, this paper presents an important iaedib the present literature.

As Suutari (2002) stated in his research overvighsre is still much work to be done on
many aspects of global leadership. This paper addse an important factor of global

leadership development and provides many pradghesaihts.

e For businesses, an improved selection processpobtisiness schools will result in
better managers and therefore better bottom-liggltse(Stroh & Caligiuri, 1998).

e For students, it will provide a guideline of whdtacacteristics they will be assessed
on during the admission process. Unfortunatelyayaithis process can mostly be seen
as an abstract black-box with little transparent§th more information provided, it
becomes clearer for applicants what business sslexplect from them.

» Last but not least, for business schools, it isghtéul to improve the alignment of
their graduate profile. The process of educatian lma understood like a value-chain
where a clearly defined competency model of a gaelserves as guideline forward
to align with current business needs and backwarddapt selection methods and

educational methods.

1.1. Research objective

The research objective of this thesis is to exanone aspect of the role of top European

business schools in global leadership developnmamely the admission processes:

Research questionDo the admission processes of the European MiM narag select

candidates best suited for the development of ¢lebders?
To be able to answer this question, this thesikadiress the following questions:

* How does the concept of a global leader discussdtia literature translate into a
profile with common competencies requested by tigress world?
» According to the information provided on their weites and in their brochures, do

business schools envision their graduates to bebleaders?
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* Given the constraints of educational programs teelbg competencies, what role
does the admission process play?
* How do the admission criteria for the European MiMgrams compare to the profile

of a global leader defined from literature?

1.2. Project design & chapter outline

After this introduction, the second chapter proside literature review of the relevant
concepts, namely competency models and global iglaigee In the conclusion, a synthesized

competency model of a global leader is given.

The third chapter describes the studied sampleuodiean business school master programs
and depicts the two ways of data collection usedydther information on competencies

assessed in the admission processes.

The fourth chapter gives an overview of the resaltsl outcomes of the research in the

previous chapter.

The fifth chapter describes first the limitationfstiois research and the particularities of the
chosen setup. Then, it compares the results gbrdndous chapter, namely the competencies
relevant for admission, to the synthesized compstemodel required by a global leader that
was established in the literature review. Cons@ésnand differences of theory and empirical

research are discussed and conclusions are drawn.
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2. GLOBAL LEADERSHIP COMPETENCIES

This chapter identifies the attributes or charasties a global leader should have according
to previous research in the field. This is doneubing the framework of the competefcy
model of a global leader. As a result, the lastigef this chapter defines thprofile of a
global leader that can be compared to admissidarieiin practice at a later stage. In this
respect, it is important to understand what a cdemmy model of a global leader is. The

following methodology is used:

First, the definition of competencies is discussalbng with their classification into a
competency model used throughout this thesis. mudel is compared to other competency
models proposed by scholars and institutions, dsog similarities and differences. Finally,

the improvability of the chosen competency modelissussed.

Second, the definition of a global leader is disedsand distinguished from similar concepts
like global managers or domestic leaders. The immdcglobalization on the required

competencies is discussed and some common taskkeatiied.

Third, a review of global leadership competencegiiovided, mainly drawing from four
sources: a study that draws global leadership ctampees from the above mentioned tasks of
a global leader, two meta-studies that are based thorough literature review on global

leadership competencies and a meta-study on ghoinalset.

Fourth, the results are synthesized and framedarggnthesized competency model suitable

for this research.

Later, in chapter 5, these competencies are comipgar¢éhe admission criteria found to be

used by the European business schools for thegsHip MiM programs.

2 Although different definitions have been propost, terms “competence” and “competency” are oftsed
interchangeably in the literature



19

2.1. Competencies and competency models

This section provides a literature review of corepey models and introduces the KSAO
competency model that is used throughout this $hdsiis compared to other competency
models proposed by scholars and institutions, dsog similarities and differences. One of
them is the competency model described in the EQIdt®imentation, which over 80% of the
examined business schools in the sample had tessldn the process of obtaining EQUIS
accreditation. Finally, the improvability of the K® competency model is discussed, mostly

drawing from Caligiuri’s findings.

2.1.1.Competency model definitions

The concept of competences has its roots in Psyghichnd was later applied to business
needs. According to Cardy and Selvarajan, the qurgan be traced back to McClelland who
uses the term as a “symbol for an alternative agprdo traditional intelligence testing”
(McClelland, 1973). He proposed looking at skilisseo evaluate performance. Boyatzis then
popularized it inThe Competent Managedefining it as “an underlying characteristic of a
person” that could be a “motive, trait, skill, aspef one’s self-image or social role, or a body
of knowledge which he or she uses” (Boyatzis, 198&)odruffe defined competency as “the
set of behavior patterns that the incumbent nesdsing to a position in order to perform its
tasks and functions with competence” (WoodruffeQ2)9 This definition includes three main
observations: first, a competence is connected ntoolaservable behavior; second, this
behavioral pattern is connected to job performaacd third the concept of competency
includes the traditional knowledge, skills and iéle$ (KSA), but also goes beyond these
characteristics. This is also why the term compmstemodel itself might actually be
misleading since it contains “other” (O) factorsatthare sometimes not referred to as
competencies, such as values and personality. f@iasdy & Selvarajan, 2006).

Today, most literature uses this KSAO definition afmpetencies as a connected set of
knowledge, skills, abilities and other charactasstKSAO) that an individual needs for
effective performance in a certain job (Fleishmam&aintance, 1984; Fleishman & Reilly,
1992; Schippmann, et al., 2000; Spencer & Spei®d3).
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Figure 2: KSAO competency model, Spencer & Spe(ice93)

* Knowledge refers to job relevannhformationrelated to a given content-domain. In
our context, the domain is global business expertis

e Skills refer to job relevanexperience namely “practiced acts” (Landy & Conte,
2004).

* Abilities generally can be grouped into four classificatioosgnitive (knowing),
physical (doing), perceptual (sensing) and psychom(coordination of sensing &
doing) attributes.
In our context they will only refer to cognitive ibties like oral and written
comprehension and expression, originality, mem&ana problem sensitivity,
mathematical reasoning, number facility, deductiged inductive reasoning,
information ordering, category flexibility, etc. |fishman & Quaintance, 1984;
Fleishman & Reilly, 1992)

»  Other refers to theersonality characteristics and valueghat are likely to underlie

the ability to effectively complete a task.

Similarly, EQUIS accreditation standards obligeibess schools to define target profiles of
graduates. The “EQUIS documentation: StandardsCaridria” defines “target profiles and
criteria for selection” in the dimensions “knowleggralues, managerial skills, professional
competences and entry level into corporate employm@EQUIS, 2011). This can be

understood as a competency model and shows simifictersections with the KSAO model.
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Knowledge and managerial skills/professional compets are present in both models. Bassi
and Russ-Eft divide personality traits as beegpondenbr operant According to Kmieciak,

a value is a guideline, which selectively organiaesl accentuates the input system of a
person (perception) as well as regulates its outpeihavior) (Kmieciak, 1976). It therefore
can be classified as a respondent trait. Operait$ ton the other hand are “intrinsic drives to
act in the absence of environmental pressuresveards” (Bassi & Russ-Eft, 1997). Hence,
values refer to the personality and therefore atso be found in the KSAO model. Finally,
“entry level in corporate employment” refers to fessional experience. In the
conceptualization used in this thesis, this canubderstood as an enhancer for the other
factors without having an intrinsic competency.ofjigther, a strong matching of the KSAO
and EQUIS competency model can be observed. Sioce tinan 80% of the business schools
in the sample have EQUIS accreditation, this shihesvalidity of the KSAO framework in

our context.

Bassi and Russ-Eft identify a similar concept whbk “Iceberg of competencies” (Bassi &
Russ-Eft, 1997). It consists of visible skills datbwledge (above the waterline) and invisible

or underlying abilities or personality traits (belthe waterline).

* Skills: Procedural {operant} skill
know howt

* Knowledge: Declarative

(respondent) recall (know whath

Cando

Motivation Cognition Regulatory

Respondent * Valugs s 0 * Self-confidence
* Occupatonal *  Flexibility —attnbution
preference *  Analytc —asparation

Wil do
because
want o

thinking

Operant * Affiliation- * Inf i « G

L *  Initi i
sarvice seeking thinking « Self-control

Figure 3: The Iceberg model of competencies, Basuss-Eft (1997)

Towards a holistic view of competencies, DelamareDkist and Winterton reviewed the
definitions and usages of competence in the lileeabf the United States, the United
Kingdom, Germany and France and propose a holtgpology (Delamare le Deist &

Winterton, 2005). The authors state that the coemnmaes required for an occupation include
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both conceptual (cognitive, knowledge and undedstay) as well as operational (functional,
psycho-motor and applied skill) competencies. Tlenmetencies required for personal
effectiveness are also both conceptual (meta-campet including learning to learn) and
operational (social competence, including behavamd attitudes). The relationship of these

four dimensions is depicted in the following figure

Occupational| Personal

Conceptual Cognitive Meta

competence| competence

Operational Functional Social
competence | competence

Figure 4: Competency model, Delamare le Deist & téfton (2005)

In this cognitive-functional-social-meta (CFSM) coetency model, as the authors
summarize, the notions of cognitive, functional aodial competence are fairly in line with
the French competency concept\oir, savoir faire and savoir étrg¢ and the concept of
KSAO described above. However, “meta-competenaatlger different from the first three
dimensions since it is concerned with facilitatitige acquisition of the other substantive

competences” (ibid.). The model can hence be degbictthe following tetrahedron.

Social com-
petence
Meta
comgetence
Cognitive Functional
competence competence

Figure 5: CFSM competency model, Delamare le C&Mtinterton (2005)
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Other scholars refer to meta-competence as “mihdsisher defined a mindset as “differing
ways that the subject at hand is perceived, unatwiistind reasoned about” (Fisher, 1988). On
this personal level this translates into ‘differimgays that the subject at hand perceives
understands and reasons itself’. Rhinesmith séeasha part of “being, not a set of skills”. In

the KSAO model, this clearly is part of personatiits.

2.1.2.Competency model features

Hirsh and Strebler identify three features in tlmdion of competencies (Hirsh & Strebler,
1994):

1) A competence is seen in a context of a particalargr job role and the organization
in which that job exists;

2) Competencies are positively associated with suppadormance;

3) Competencies can be described in terms of spdmf@viors which can be observed
in the job (ibid.)

It follows that in the model, both an identificatiof the KSAOs as well as an assessment of

the importance of each KSAO for the job in questsoneeded.

Competency models have many functions in businegSasipion, Fink, Ruggeberg, Carr,
Phillips, & Odman, 2011), but in our context, thke functions are important:

* Assessment
Competency models can be used to distinguish betaeerage and top performers.

* Deductive modeling
Competency models start with desired outcomes. Hutlinks the KSAOs to the
strategy of the institution.

e Align HR systems
Competency models fulfill an important role as @lilce for a company’s coherent
hiring, evaluation, training and development of thstitution’s HR according to the

same attributes.



24

2.1.3.Improvability of competencies

In line with the definition that competencies aresifively associated with superior
performance, mutability/malleability of KSAOs trdaies into improvability of KSAOs. The
fundamental question to what extent it is possfblehumans to improve certain KSAOs
belongs to the field of psychology and has profoumplications for organizational behavior.
Most findings just overlap with the much broaded anore detailed concept of KSAOs, for
example some general beliefs were mentioned whetheot people can change their basic
abilities (Button, Mathieu, & Zajac, 1996), pershitya(Erdley, Loomis, Cain, & Dumas-
Hines, 1997), intelligence (Dweck & Leggett, A siatognitive approach to motivation and
personality, 1988) or morality (Dweck, Chiu, & HqQriip95). Although it is out of the scope
of this thesis to give a full overview of the topibhose findings on KSAOs improvability that

are relevant for the selection process of busiselssols are pointed out.

Caligiuri identifies different levels of KSAOs miniéity (Caligiuri, 2006). Among KSAOSs,

knowledge is the most changeable and can be g#in@aigh didactic training methods. Skills
and abilities are mutable over time to the limifsome’s nature ability, intelligence or
personality. Personality characteristics are thestnaifficult to change. These findings are

summarized in the following figure:

KSAOs Level of mutability Sample developmental interventions
Knowledge Possible to develop and change Didactic learning opportunities:
Books

Cross-cultural tramning courses
Diversity training
E-learmning
Language classes
Skills and abilities Difficult to develop and change Experiential intervention:
Cultural immersion programs
Language immersion
Coaching
Mentoring
Attending global meetings
Working on global teams
Personality characteristics Very difficult to develop and change [ntensive experience:
International assignments
Life-changing experiences
Salient non-work cultuml experience (e.g., marrying a person a different culture)

Figure 6: KSAOs mutability, Caligiuri (2006)

In their sample of managers, Maurer et al. foundt tmprovability ratings on the
motivation/cognition factor were significantly loweéhan on the management/knowledge

factor (Maurer, Wrenn, Pierce, Tross, & Collins030 Furthermore Caligiuri and DiSanto
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found that in contrast to knowledge, skills andliiabs, personality traits d not change as
the result of international assignme(Caligiuri & Di Santo, 2001)This provides support fc
the hypothesis that “motives and personality trais perceived to be the most difficult
change or developyhile knowledge and skills arhe easiest to chang(Maurer, Wrenn,
Pierce, Tross, & Collins, 20C. Although in general, all KSAO were perceived to
changeable, this supports Caligiuridentification of three levels ahutability. This result

can also be depicted in our existing KSAOs diam

4 Y4 )
Knowledge Skills ' -
\_ J\ ) >kills
4 AY4 ) i
Jilities
Abilities Personalit : :
nality trai
\. VAN J

Figure 7 Improvability of the KSAO competcies, adapted from Caligiu(2006)

2.2. Global leadership distinguished from similar concefs

As Suutari states in her overview, literature oobgl leadership “uses this concept with v
different meanings’(Suutari, 200z and no collectively used concept has emerged ir
literature. Yet, without a clear definiti of the underlying concept and a distinction fr
similar concepts, the selection and developmemgaisal leaders is infeasible. There are -
areas of confusion: first, the distinction betweeanagement and leadership and seconc
difference of glohl and domesti(Jokinen, 2005; Vloeberghs & Macfarlane, 2(. Even
though it might seem to be splitting haigiven the confusion in the literatuiit is important

to clearly define the concepts to be able to e the competencies associated w.
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2.2.1.Leadership vs. management

According to Oxford’s dictionary of modern Englishanagement is defined as “the process
of dealing with or controlling things or people” tithe responsibility for and control of a
company or similar organization” (Oxford Dictionesi 2011). Similarly, a manager is
defined as a “person responsible for controllingadministering all or part of a company or
similar organization”. On the other hand, leadeysisi defined as “the action of leading a
group of people or an organization” and similarlylemder as a “person who leads or
commands a group, organization, or country” (ibiddence, leadership is defined via
observable behavior and management is definedghrarmal position in the company. The
CEO of an international company is a manager buhaocessarily a leader and vice versa, the
member of a team might be a leader without havirgynresponsibilities (Kotter, 1990).
Bartlett and Ghoshal were talking about the sarseeisvhen they said that “... the greatest
risk [...] is that companies are trying to implemémtd generation strategies, using second
generation organizations with first generation nggma’ (Bartlett & Ghoshal, 1992). The
difficulty is also rooted in the normative sensdlwd two words: in many cases, a manager is
expected to have leadership competencies and eisavpeople will be given management
positions if they possess leadership competencies.

Contrary to this finding, Osland et al. found tbéathe primary research they reviewed, most
authors used the words leadership and managenterthiangeably, suggesting that a global
leader and a global manager are indistinguishaBiaqd, Bird, Mendenhall, & Osland,

2007). This suggestion is rejected and a more-cleause of the words by scholars according

to the above mentioned definitions is recommended.

Since this paper examines the competency modelhamd this translates into observable
behavior, it makes only sense to talk about leadedsleadership and not about managers and

management.

2.2.2.Global vs. domestic

There has been confusion about the difference letwdomestic) leadership and global
leadership (Jokinen, 2005; Vloeberghs & Macfarla2@)7). The notion of leadership has

been around in literature for many years, so whateant by global leadership?
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Following the definition of leadership given abowbe effectiveness and credibility of a
leader depends on the one hand on the person’setenges but on the other hand on the
organizational or social mindset. A mindset cardéned as “the established set of attitudes
held by someone” (Oxford Dictionaries, 2011). There, leadership is and has always been a
highly contextual concept; it depends on the emvirtent and values around it. There is no
hint in the literature on global leadership tha teneral competency model associated with
the classical concept of leadership is now obsalegarding global leadership. On the other
hand, it has been argued that leaders that areessfot on the domestic level will not
necessarily be successful on the global level (#ki 2005). If this is true, there are
competencies required in the global context thatewet or less required in the domestic
context. Hence, global leadership is no new conbaptan be seen as the next evolutionary
step of the same concept. If today's business enwient changes, so changes the
requirements of leaders. As Barrack Obama saiasi2®l1l speech in Westminster hall: “The
nature of [...] leadership will need to change whk times”. This is why some scholars have
argued that there is no difference between a manage a global manager (Bartlett &
Ghoshal, 1992) and lists of competencies of gltdmders are not much different from those
generally required from effective managers (Ket&/des & Mead, 1992). This explains why
the concept of leadership depends on the contextegfbective business practices and
therefore has a long history of continuously chaggiefinitions that contributed to a certain

mystification (Blicker & Poutsma, 2010).

Consequently, since the 1990s, the term leaderstpprienced some discussion due to the
growing impact of globalization (Morrison, 2000) wh had to be accounted for in the
mindset. The pressure to implement global strasegnel the two perspectives associated with
it caused a different understanding of leaderdbygn further, the dynamics, complexity and
diversity, once characteristic of a global envir@mty are diffusing into the domestic
environment (Gregersen, Morrison, & Black, 1998kcérding to Oxford’s dictionary for
modern English, the term “global” is defined asldtimg to the whole world; worldwide” or
as “relating to or embracing the whole of somethiog of a group of things” (Oxford
Dictionaries, 2011). When talking about global lkewsthip, most literature uses the terms
“global”, and “international” interchangeably, s@ging a more informal use than Bartlett
and Ghoshal when they defined more formally themsger“global”, “international”,
“multinational” and “transnational” as company $d@es discussing sources of competitive
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advantage (Bartlett & Ghoshal, 1989). Summarizinghe leadership context, “global” refers

to the widely accepted impact of globalization be business environment.

Johansson identified four factors that propel comgmatowards globalization (Johansson,
2000):

« Markets;
» Competition;
+ Cost; and

* Government (e.g. trade policies or technical stedg)a

These factors are also called the four major glaatbn drivers (Yip, 1992). As Suutari
states, “through to a strategy application of cuygncy theory, it is argued that globalization
of industry puts enormous pressure on companiadapt global strategies” (Morrison, 2000;
Suutari, 2002). In this context, two perspectivagenbeen identified: the cultural perspective
and the strategic perspective. The cultural petspedocuses on “aspects aficreased
cultural diversity and cultural distancassociated with worldwide operations and markets”
(Levy, Beechler, Taylor, & Boyacigiller, 2007) ieference to Perlmutter’'s work on cultural
dimensions (Perlmutter, 1969). The strategic petspe focuses onncreased strategic
complexity and dynamicgssociated with worldwide operations and marketseference to
Bartlett and Ghoshal’s work on international mamaget (Bartlett & Ghoshal, 1989).

There is another important factor linked to glopation and that is the economics of
technology. Technology makes globalization posstilece it has decreased the average
transaction costs that prevented goods/informagemice exchange or trade from happening,
as described in papers on the market failure afetr®n the other hand, globalization is
increasingly integrating markets and tastes ardhedvorld. This method increases the size
of markets for new technologies and products basedt. Globalization also results in
increased collaboration on the development of rnestriologies and products by scientists
from many countries. Technologies also develop ategy high speed that additionally
increases the demand for flexibility and learnibditees.

For the HR selection processes, the impact of ¢jldieon resulted in the change from
recruiting applicants that are able to perform date task towards recruiting applicants that
have the potential to perform future tasks, whdre potential refers to the applicants’

competencies (Bucker & Poutsma, 2010). A key asSeIR is not only to be highly skilled
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and adapt but more importantly to be able to “leguickly, adapt to change, communicate
effectively and foster interpersonal relationshig®Rodriquez, Patel, Bright, & Gregory,
2002). Mapping this back to our KSAOs model, atredaincrease in the importance of the
abilities and personality traits should be obsern/sl seen above, these are the factors that

require much effort and time to change (CaligiR€06).

2.2.3.Defining global leadership

After having clarified the two main confusions abglobal leadership, the concept can now
be defined. From the simple dictionary definitiaisove, we conclude that it must be “the
action of leading an international group of peomiean international organization”. But how

exactly do you lead an international group of peagplan international organization?

In view of the above discussion definitions by fatnpositions like “executives who are in
jobs with some international scope” (Spreitzer, MiEC& Mahoney, 1997) do not seem to be
appropriate. Definitions by common tasks of glolbedders like “effectively managing
through the complex, changing, and often ambiguglabal environment” (Bartlett &
Ghoshal, 1992; McCall, Lombardo, & Morrison, 1988em extremely general and give too
little direction. It seems most appropriate to asgeneral definition that is most independent
of cultural influences. McKenna found that defioits and perceptions of global leadership
differ between cultures and countries indicatinglifficulty of defining global leadership
(McKenna, 1998). Still, although there remains scdssion on competencies, many authors

identify a common vision of global leadership, ipdadent from culture and region.

Drawing from the former definition of leadershipsl@nd et al. identify global leadership as
the “process of influencing the thinking, attitudesd behaviors of a global community to
work together synergistically towards a global esiand common goals” (Osland, Bird,
Mendenhall, & Osland, 2007).

Scholars have identified common characteristicadbieve this (Gregresen, Morrison, &
Mendenhall, 2000). Although some discussion remaine use of a broader, task-based

definition of global leadership that leads to a petency model seems appropriate.
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2.2.4.The tasks of global leaders

A less subjective and more analytical approachotopetency modeling has been proposed,
namely the task-based job analysis (Sandberg, 200@pks first at the common tasks that

global managers have to perform. Secondly, thes&stare rated according to their

significance (e.g. importance and time spent ontéis&). In the next section, this will then

serve as one approach of deriving underlying KSA@gerform these tasks effectively

(Goffin & Woycheschin, 2006).

To adopt these global strategies, global leadev® @ perform different tasks that they
performed before. Through a series of focus groeptings and surveys, Caligiuri identified
the following 10 tasks and activities to be comnaomong leaders from European and North

American firms (Caligiuri, 2004):

Global leaders work with colleagues from other daes.
Global leaders interact with external clients frother countries.

Global leaders interact with internal clients frother countries.

A

Global leaders may need to speak in a language tthe their mother tongue at
work.

Global leaders supervise employees who are ofrdiitenationalities.

Global leaders develop a strategic business plamworldwide basis for their unit.
Global leaders manage a budget on a worldwide basikeir unit.

Global leaders negotiate in other countries or webple from other countries.

© 0 N o O

Global leaders manage foreign suppliers or vendors.

10.Global leaders manage risk on a worldwide basighieir unit (ibid.)

2.3. A review of global leadership competencies in thé&érature

As a consequence of the conceptual confusion ofitiderlying concept, identifying relevant
competencies has created much argument in thatliter In particular it has been argued
whether or not there is a generalizable set of gama@ competencies that is independent of
the organization. This section first describes gahgethe relevant impact of globalization on

global leaders. Then, the tasks of global leadegsidentified and an overview of existing
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literature regarding global leadership competenegeegprovided. Finally, the results are
synthesized to define a most suitable competenaemo

Experience has often been recognized as a goodctmedf leadership skills (Gregersen,
Morrison, & Black, 1998). But even if relevant exigace is a competency indicator, it does
not fit in the KSAO model: it rather enhances cotapeies or points at competencies than
being a competency itself and “may no longer pieagiselection criterion” (Jokinen, 2005).
The important concept is the underlying or devetbpempetencies.

The notion of a competency model has been defihedea This section presents an overview
of the literature identifying the KSAOs of a globeader. The challenge of this section is that
the KSAOs are described inconsistently in the ditere under various construct labels like
“global mindset” (Rhinesmith, 1992; Levy, Beechl€gylor, & Boyacigiller, 2007), “cross-
cultural competence” (Gertsen 1990 in (Blucker & Bma, 2010) and many more that seem
to overlap. Hence, there is a conceptual diversitgt makes it difficult to compare
competencies in one framework. Furthermore, theorntgjof literature on global leaders or
managers focuses on expatriates (Jokinen, 2005vettsr, a global leader does not
necessarily have to be in a foreign country. Agtie,competencies overlap between the two
concepts overlap.

First studies followed a research-based approadhreapirically identified competencies by
interviewing samples of managers that were expettetde global leaders or relied on
experience in the field to stipulate competencigbaut empirical evidence (Levy, Beechler,

Taylor, & Boyacigiller, 2007). Later, some empitistudies followed.

From the above list of the 10 most common taskstadt are perceived to be global leaders,

Caligiuri derived the following competencies usthg KSAO framework (Caligiuri, 2006):

1. Culture-general knowledge knowledge of the societal-level values and noons
which most cultures vary, rooted in anthropology

2. Culture-specific knowledge understanding of one’s given country's valuesmsp
beliefs, rites, rituals and behaviors

3. International business knowledge topic-specific knowledge related to conducting
business globally, topics are position-specific
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4. Intercultural Interaction Skills : e.g. foreign negotiating skills or cross-national
conflict resolution (improve over time as one leatine way in which cultural nuances
affect interactions with people)

5. Foreign Language Skills

6. Cognitive Ability: given the demands of managing multiple cultures, a more
advanced level of cognitive ability is required

Furthermore, the influence of personality is disewsusing the Five Factor Model (FFM or
Big Five) that classifies traits into

7. Neuroticism (emotional stability)
8. Extroversion

9. Openness to experience

10. Agreeableness

11.Conscientiousness

The five-factor model provides a comprehensive patsimonious theoretical framework
allowing for systematic reviews and meta-analyskgparsons (Costa & McCrae, 1992).

Trapmann et al. describe the factors as followagiirann, Hell, Hirn, & Schuler, 2007):

“Neuroticism is a measure of emotional stability wsstability. Anxiety, angry hostility,
depression, self-consciousness, impulsivity, anderability are the facets of this dimension
as described by Costa and McCrae (Costa & McCE£2)1

Extraversion (or “surgency”) is defined as the dignand intensity of interpersonal
interaction, encompassing traits such as asseesgersociability, activity, cheerfulness, and
gregariousness. Hogan suggested that this dimensaon be interpreted as ambition
(initiative, surgency, ambition, and impetuousness) the one hand, and sociability
(sociable, exhibitionist, and expressive) on theep(Hogan, 1986). The six lower-level traits
in the model are: warmth, gregariousness, asseesg activity, excitement-seeking, and

positive emotions (Costa & McCrae, 1992).

Imagination, creativity, curiosity, originality, dnartistic sensibility are associated with
Openness to Experience (also called intellect dtu), which consists of the facets

openness to fantasy, to esthetics, to feelingactions, to ideas, and to values.
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Agreeableness (or likability) is associated withinge courteous, flexible, trusting,
cooperative, tolerant, and treating others fairyg &indly. Costa and McCrae mention the

traits trust, straightforwardness, altruism, coruptie, modesty, and tender-mindedness.

Finally, the individual degrees of dependabilityganization, persistence, and achievement-
orientation determine a person’s Conscientiousngss.six facets in the model of Costa and
McCrae are competence, order, dutifulness, achiemenstriving, self-discipline, and
deliberation (ibid.).”

Although these personal characteristics are likelyunderlie the ability to perform tasks
effectively, a more thorough view is needed to adsdlithe question which character traits are
relevant for global leadership. For example, Baret al. find in their summary of meta-
studies on the effects of FFM on job performancat thenerally, conscientiousness is a
general predictor of success, as well as emotistadlility (Barrick, Mount, & Judge, 2001).
The remaining three were not valid to predict sasagenerally, although this might be true
for certain occupations. For example, they fourad th an environment that requires learning,
openness to experience has the highest correlatittnjob success (ibid.). This definitely

holds for global leaders.

As a result, only the competencies “openness toergmmce”, “conscientiousness” and
“emotional stability” were considered as relevamamacter traits from the FFM model quoted
by Caligiuri (Caligiuri, 2006).

In the next step, meta-studies conducted by Meraleahd Osland (Mendenhall & Osland,
2002) and Jokinen (Jokinen, 2005) tried to moreegaly identify core dimensions of

competencies and discussed implications.

Mendenhall and Osland’s comprehensive meta-studydd3 competencies associated with
the construct of global leadership (Mendenhall &a@d, 2002). However, “a careful review
(...) yielded underlying conceptual patterns that (could be categorized into (...) six
dimensions” (Mendenhall M. , 2006). This table aller serve as a basis for identification of

our KSAO competency model of a global leader.



Table 1: Global leadership dimensions, Mendeni2&i06)

34

Relationship Dispositions Business Expertise Organizing Expertise Cognition Visioning
Close Personal Curiosity Global Business Savvy Team Building Environmental Articulating a tangible
Eelationships - - = Sensemaking vision and strategy
CrossCultural = Inquisitveness Global Organizational .\ ity Building  Global Mindset Envisioning
Communication Skills - = =
;f&f;onaﬂ}-‘ Connect” Continual Learner  Business Acumen S_th\f::;z;nal Thinking Agility Entrepreneurial Spirit
Inspire, Motivate Others Leaming Onentation Total Organtzational Creating L eaming Improvisation Catalyst for Cuftural
= Systems Change
Conflict Management Accountability Stakeholder Onentation {S:tr:ng Operational Pattern Recogmition  Change Agentry
odes
I . . . . . . " . Catalyst for Strategic
Negotiation Expertise Integrity Results-Orientation Global Networking Cognitive Complexity Chan: =
ange
Empowering Others Courage Sl:r_ong (?ustomer Cosmopolitanism Empowering, Inspiring
Orientation
h—I@agﬂg Cross-Cultural Commitment Business Literacy Managing Uncertainty
Ethical Issues - = -
Social Literacy Hardiness Local vs. Global
- Paradoxes
Cultural Literacy Maturity Behavioral Flexibility
Results-Orientation
Personal Literacy

As discussed before, there are differences in tladleability of KSAO competencies,
depending ortime and effort. As several authors found, even with the luxurytiofe, a
complicating factor for competency development rea namely that some KSAOs are
necessary for developmental opportunities to becéffe since it determines the rate of

learning:

Firstly, Mendenhall quotes scholars from the Indional Organization Network (ION) who
argue that “leadership/managerial competencies atabe developed (or are developed
dysfunctionally) unless foundational competenciesfist in place” (Mendenhall M. , 2006).
This model identifies the four personality traitdegrity, humility, inquisitiveness and
hardiness as so-called “threshold traits” (ibid.) necessdoy effectively deploy other
leadership competencies (compare FiglEe@ Fonte de referéncia ndo encontradg.
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Review

Dimensions from
Mendenhall and
Osland’s Literature

Vision

Making Ethical

o izing and Decisions

Business Expertise

Span Manage Change

Boundaries — Build Community

Manage Learning
Interpersonal Skills

= Intercultural
Communication s Bcfﬁja}re &
Self Awareness ul rust

Mindfulness

e Attitudes & Orientations
Global Mindset
Cognitive & Behavioral Complexity mmp Cosmopolitanism

£ =
Dispositions Threshold Traits
/ Integrity ™ Humility ™ Inquisitiveness ™ Hardiness

Adapted from Bird, A. & Osland, J.5. (2004). Global compstencies: An introduction. In HW. Lans, M.L. Maznevski, M.E. Mendanhall & J. McNedt

(Eds.) The Blackwsll handbook of global management: A guids fo managing complexity. London, UK: Blackweli: 57-80.

Figure 8: Competency levels, Mendenhall (2006)

Secondly, in a study examining the effectivenesdeselopmental international assignments,
Caligiuri found that the greatest development o@mirwhen individuals had significant
interpersonal contact with host nationals — howgteat contact with host nationals was

limited by individuals' affiliating characteristaf openness (Caligiuri, 2000).

Thirdly, Jokinen also sees core and desired gli@aalership competencies and divides them

into three levels (Jokinen, 2005):

» Core of global leadership competencies:
1. Self-awareness
2. Engagement in personal transformation
3. Inquisitiveness

« Desired mental characteristics of global leaders
4. Optimism
5. Self-regulation
6. Social judgment skills
7. Empathy
8. Motivation to work in an international environment
9. Cognitive skills

10. Acceptance of complexity and its contradictions
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» Desired behavioral competencies of global leaders
11.Social skills
12. Networking skills
13.Knowledge

A closer look at these “threshold” or "core” comgraties shows that, according to Jokinen,
self-awareness serves as an underlying concepihdocore competencies. It means having a
deep understanding of one’s emotions, values asdngstions, strengths and weaknesses,
needs and drives, sources of frustration and @actio problems (Schein, 1985; Goleman,
1998). Jokinen relates it to the concepts of opssinealue diversity, self-regulation and
social awareness which in turn are fundamental eatiscfor the development of social skills,
a key leadership skill for effective people managemThe concept has also been referred to
by other scholars as “maturity” (Brake, 1997), fsminfidence” (Spreitzer, McCall, &
Mahoney, 1997), “personal literacy” (Mendenhall M2006) and “well developed ego and
self concept” (Srinivas, 1995). It serves as ad#sipersonal development since it marks the

necessary starting point and compass of personalajsment.

Engagement in personal transformation was conndi#dto the concept of entrepreneurial
spirit and the motivation, drive or desire to expece new things (Brake, 1997) and the

connected concept of continual learning desire.

This learning desire has one key requirement, nathelopenness of the character. Openness
again can be divided into the concept of humilitg anquisitiveness. Being open means a
desire to experience new things and to accept giverexperiences and contrasts rather than
looking for uniformity (Spreitzer, McCall, & Mahogg 1997). Many authors also refer to
“inquisitiveness” as “curiosity” (Mendenhall M. 086). In a second step then, it is the self-
awareness and the personal reflection that legmbtsonal transformation and to learn from
the experience. In that way, openness as a tigetrs one's ability to change personal
attitudes and abilities (Spreitzer, McCall, & Malegn 1997). Another aspect of openness
refers to the cultural knowledge mentioned aboverrid and Moran found that
inquisitiveness is essential for acquiring knowlkedy cultural influences (Harris & Moran,
1987). According to Rhinesmith and Gregersen, inghates a person’s motivation and
readiness to enter new and unfamiliar situationseg€rsen, Morrison, & Black, 1998;
Rhinesmith, 1992). It therefore also may be a nedso certain risk taking, initiative and

commitment (Srinivas, 1995).
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2.3.1.Global mindset

Referring to the results of Srinivas, Jokinen dedinglobal mindset as “the base for
competencies needed to meet the challenges orgian&@ndividuals face especially when
entering a global environment” (Jokinen, 2005). lA&vy et al. state, “Global mindset has
come to stand for everything that is supposedhbaglmr transnational, from individual
attitudes, skills, competencies, and behaviorguifin organizational orientations, structures,
and strategies, to policies and practices” (Lewedhler, Taylor, & Boyacigiller, 2007). Even
though this diversity of perspectives and the pareuse of the concept ‘global mindset’ has
resulted in conceptual ambiguities, as well asreainttory empirical findings, it is still a key

concept when discussing global leadership in teegliure.

As one of the first works on the impact of globatian on leadership KSAOs, Rhinesmith
has identified six characteristics of global miridgbat lead to global competencies
(Rhinesmith, 1992). These are: bigger, broader upct (leading to managing

competitiveness), balancing contradictory demamdsreeeds (managing complexity), trust in
networked processes, rather than in hierarchicattstres (managing adaptability), valuing
multicultural teamwork and diversity (managing teyrflow with change/seeing change as
opportunity (managing uncertainty), and expandimpwledge and skills, being open to
surprises (managing learning) (ibid.). Morrisonticized that the majority of the early

findings in this field were mainly relying on inteews or based on convenient small-scale

studies which makes them difficult to generalizeo(Nson, 2000).

Subsequently, a myriad of other scholars have megalifferent competencies to be part of
the global mindset. Levy et al. have performed deresive summary of literature on global
mindset that provides an excellent starting pomt ¢onceptualization (Levy, Beechler,
Taylor, & Boyacigiller, 2007). Their conclusiontisat the “majority of studies conceptualize
global mindset in the relation to two salient dimiens of the global environment, most
notably in relation to (1) cultural and nationalelisity and/or (2) strategic complexity
associated with globalization” (ibid.). This comfis the above analysis that global mindset is
a result of impacts of globalization. The authadentify cosmopolitanism as underlying
theme of the management across cultural boundasssciated with global operations.
Furthermore they identify cognitive capabilities as underlying theme characterizing the

increased strategic complexity of the global mapleste.
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It can also be stated that referring to competemoglels, most literature in this domain
focuses on personality traits or meta-competendeidamtifies intercultural competencies as

an important dimension of global leadership.

2.4. Conclusion and synthesis

The main goal of the last section was to reviewbgldeadership competency frameworks
proposed by previous scholars to then synthesigerthin results to a KSAO competency

model that will be examined in the following sectio

Despite the large number of studies conducted aticair success factors for global
leadership, there are very few to test hypothesethe basis of empirical research, test the
validity of the various elements and the reliapildf the various measures. Results from
previous studies accumulate a long list of skikatthave marked only minor semantic
differences of a much smaller number of key compmés. Virtually no longitudinal research
has been reported that would define the relevahteeodifferent competencies. As a result,

there is little agreement between researcherseddfinition of global competence.

The review has focused on two current meta-stuahelsone task-based analysis. The table of
competencies identified by Mendenhall serves agxaellent starting point to our KSAO
competency model. To obtain an operational modat slerves as a basis for our research,
these competencies first have to be grouped anmshdecave to be mapped to the KSAO
dimensions knowledge, skills, abilities and perdipndraits. Drawing from the previous
discussion, the following grouping and consolidatan be applied:

* All relevant business expertise and literacy, ideig relevant orientations (e.qg.
results-orientation, stakeholder orientation, in&ional, etc.) is grouped under the
name ofglobal business knowledge

» Cross-cultural skills are grouped together

» Cognitive skills are separated infogical reasoning for word processing and
quantitative and mathematical ability for number processing (to be able to test it in
the research)

* Grouping similar personality traits

1. Curiosity and inquisitiveness
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2. Personal literacy, responsibility and maturity
3. Thinking agility, improvisation and behavioral fibxity
« The following competencies are consolidated agarhwork ability” and
“entrepreneurial spirit/initiative ”: empowering others, team building, community
building
« The following competencies are grouped undartetpersonal abilities”: close
personal relationship, emotionally connect abiliigspire and motivate others,
empowering/inspiring
e The following competencies are grouped undecoghitive complexity’
environmental sense making, pattern recognition
* Organizing expertise is consolidated orjanization skills”, with some items being
discarded as less relevant to our research quebgcause they require a certain
corporate tenure: creating learning systems, stogegational codes
» Cosmopolitanism is consolidated into the persopaldit “Openness to experience
and ‘cultural literacy ”
* Finally, Change agentry (including being catalyst for some kind of changed
global mindsetare identified as the result of a combinationhaf dther competencies

and therefore not been considered as a competesetiythat can be measured

The competencies Caligiuri identified accordingthe tasks of global leader are already
mostly present in this changed model. “Culture-gah&nowledge” and “culture-specific
knowledge” are accounted for in the competencytlral literacy”. Foreign language skills
and English language skills in particular are adweithe competency model in the knowledge
dimension. The personality traits “conscientioushi@sd “emotional stability” are accounted

for in “responsibility”, “integrity” and “stress terance”.

The competencies Jokinen identified in her liter@trteview also are mostly present in the
table. “Self-regulation” is related to emotionahlstity in stress situation and therefore has
been accounted for in “stress tolerance”. “Engagenne personal transformation” can be
understood as a combination of “self-awareness” “amtative”. “Social judgment skills”

refer to the ability to see the broader picture #metefore are accounted for in “cognitive

complexity”. Finally, the category “motivation/de¥ was added.
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As a result, a table of competencies is obtainategorized into knowledge, skills, abilities
and personality traits, presented in Table 2. Téssilt is the basis for later comparison to the

admission criteria.

Table 2: Selected leadership competencies syn#tesiro a profile

Knowledge Skills Abilities Personality traits

Cross-cultural Creativity and

Cultural literacy o . Behavioral flexibility ~ |. .
communication skills innovation

Determination to

English language skills) Managing conflicts Cogrataomplexity achieve

Enterprising

General knowledge Negotiation skills Interpersatalities P
spirit/initiative

Global business

. Networking skills Oral communication Hardiness
understanding

Other foreign language

skills Organizational skills Reaction to criticism Intdyri
Structuring Teamwork ability Intellectual curiosity
Logical reasoning Motivation/drive

Quantitative and

mathematical ability Openness to experiende

Responsibility /

Written communication -
accountability

Stress tolerance Self-awareness

As a second result of the literature review, angbeamore importantly, it has been argued
that it may be as important to identify global leeship competencies as to understand their
hierarchy in the development process. Some of the aboveopalis traits and abilities
influence the level of learning from experiencegducation. The so-callétreshold model
provides an excellent basis for leadership devetygmvhich seems difficult in absence of
these threshold traits. Therefore, the complexctapi leadership development can be

simplified in a way:

First, taking into account the relative difficultp change personality traits and abilities,
leadership development efforts for people who diopassess these threshold traits cannot be

truly successful.
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Second, it implies an increased relative importatceelection processes on the basis of
personality traits. Considering the relatively intatle nature of personality traits, the short
time frame of graduate program and the requirekistéeter in the business world, it seems
reasonable to assess those personality traitatbatlevant for the applicant’s developmental
potential to become a global leader in the adnmisgimcess. This will help to identify the

most promising candidates.

Drawing from Jokinen, Levy et al. and Mendenhall, the above table, the following
threshold competencies that impact the learningector other competencies were identified:

* Hardiness

* Openness to experience (humility & curiosity, copoldanism)
» Self-awareness (maturity)

« Cognitive complexity

* Integrity

Another important result that follows is that ifete is an “order” in the development of
competencies, then people are required to underdtamwhich degree they already possess
these competencies in order to be able to advavileadenhall M. , 2006). For this, people

need personal literacy, which is included in theureed personality traits.
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3. EUROPEAN MASTER IN MANAGEMENT (MIM) ADMISSION
CRITERIA

This chapter describes the data collection andyaisgperformed to obtain a thorough insight
into the admission criteria of the top Europeanitess schools regarding their flagship MiM

programs.

First, the concept of the MIM programs is extenlsivdescribed and put into context

historically. At the same time, it is analyzed aadnpared to the concept of an MBA.

Second, the studied sample is described in terms$Sadfool origin, Degrees, EQUIS

accreditation, Duration and Language of instruction

Third, the two-folded process of data collectiondescribed, on the one hand the publicly
available information on the programs’ homepaged an the other hand the survey of

admission offices.

The results of this research are presented indll@ning chapter.

3.1. MiM program description

First of all, it is important to understand the cept of the MiM programs and to note that our
research treats only European master in managepmegtams. Their concept is different

from programs that are often examined in the liteeg namely the MBA programs born in

the United States.

The MiM concept is based on the so called “Bologitacess”. This process describes a
political project to create a single European Hrghducation Area by 2010. It is based on a
1999 agreement, signed by 29 European MinisterEdofcation in Bologna, Italy. In this
process, the Ministers of Education also decidedntooduce a consecutive, two-stage
education system whose degrees are usually refeorad the "bachelor” (after three to four
years of higher education) and the "master" (afteother one or two years of higher
education). Furthermore, the conference agreedexhamisms to ensure quality, resulting in
the EFMD and the EQUIS accreditation (European Ca@sion, 1999).
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Looking at the characteristics of the MiM prograniere are several observations necessary.
Whereas in the United States, it is more commomam work experience after having
obtained a bachelor's degree, many European stideinéctly continue their studies
afterwards. The design of MiM is more academicridgd, not vocational. In contrast to MBA
programs the emphasis is more on thinking and staleing than on doing, and on analysis
rather than mere description (Graf, 2011). Theofelhg general characteristic hold:

* Professional experience:
Generally, all programs are referred to as “preeeigmce”, i.e. no professional
experience is required whereas for MBA studies, iaimum of three years is
standard.

« Age:
As a result, MiM applicants are usually much youniggan MBA applicants, mostly
in their early twenties.

* Academic background:
Whereas MBA students generally come from arbit@gdemic backgrounds, some
MiM programs required specific knowledge in thddieThis either refers to a degree
in the field of management, business or economicatoleast some ECTS the
applicant has to have acquired in classes likewattow, finance, strategy. This is line

with the more academic orientation of the MiM immgmarison with the MBA.

3.2. Sample description

The master programs studied are all part of théd Zddancial Times ranking of “Masters in
Management”. Business schools outside of Europe wet considered, reducing the sample
from 65 to 60 programs (Financial Times, 2010). @regrant was currently under revision

such that the final sample consisted of 59 mastegrpms.

A complete list of the universities, their origindaprogram names can be found in Annex —

List of MiM schools, Program names, web sites anditaddresses.

% Master in Business Engineering of Solvay Busirgsool
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3.2.1.School origin

The associated business schools are located imi&$}, Belgium (3), Czech Republic (1),
Denmark (2), Finland (1), France (}7Germany (4), Hungary (1), Ireland (1), ltaly (2),
Netherlands (4), Norway (2), Poland (2), Portuda) Spain (2), Sweden (1), Switzerland (2)
and United Kingdom (11).

Business school origin = Austria

H Belgium
M Czech Republic
2% B Denmark
39% H Finland
2% M France
B Germany
W Hungary
M Ireland
M Italy
m Netherlands
= Norway
29% m Poland
M Portugal
Spain
W Sweden
i Switzerland
3% 29%9% 7% UK.

2% 7%

19%

3%
S \
3%

3%

7%

Figure 9: Business school origin

It is to note that the majority of business schaalsie from France (29%) and United
Kingdom (19%).

3.2.2.Degrees

Ignoring the terms “international” and “global”, efe are generally four areas that are
represented in the official degree names of thgnaras: business, economics, management

and strategy. The repartition of degree titlessisodlows:

* ESCP Europe was founded in France and is managedrrance until today
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Degree titles

M Business

4% 3%

17%

B Business/Economics

W Business/Economics/Man

10% agement

B Management
2%

m Management/Business

B Management/Strategy

Figure 10: Degree titles

There are two types of degrees, Master of ScieM&c) and Master of Arts (MA). The MSc
(Master of Science) is traditionally granted forié®ces and Social Sciences studies. Often
these studies are grounded in empirical researgtify for a PhD program and also teach
statistical techniques. The MA (Master of Arts)diteonally refers to liberal arts programs
even though you can find MA in Management progrd@saf, 2011). The repartition is as

follows:

Degree types

uMA
m MSc

Figure 11: Degree types
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3.2.3.EQUIS accreditation

EQUIS is one of the world's leading internationgtem of quality assessment, improvement
and accreditation of higher education institutionsnanagement and business administration
(European Foundation for Management Developmeritl REQUIS' focus is on European
business schools.

Its accreditation sets standards and criteriaeratieas of

« Context, governance and strategy,

e Programs,
e Students,
* Faculty,

* Research and development,

» Executive education,

e Contribution to the community,
* Resources and administration,
* Internationalization and

» Corporate connections (EQUIS, 2011).

The big majority of the business schools in thedars accredited by EQUIS:

EQUIS accreditation

m EQUIS accredited

W not EQUIS accredited

Figure 12: EQUIS accreditation of schools
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3.2.4.Duration

Program duration varies from 10 to 22 months wittagerage of 18 months.

Program duration "0

5% 29 w11
m12

32% m16

299 m17
m18
m20
m21

7% % 22

3%3 m24

% 15%

Figure 13: Program duration

3.2.5.Language of instruction

The standard language of instruction for all proggan the sample is English. Additionally,
depending on the region of the business schoolprtyppties and requirements to learn a

second language are provided or required.

3.3. Data collection

For each program, admission processes were studlles.data collection process was
separated in two parts: first, only publicly avhlinformation on the programs’ homepages

was examined; second, an objective, qualitativestjpenaire was sent to admission offices.
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3.3.1.Publicly available information on the programs’ homepages

All programs have web pages which provide moreees ldetailed information on admission
processes. The goal was to get information on wbiachpetencies are relevant for admission.

This data is collected for each program in two step

First, data oncompetencies relevant to admissionvas collected, for example if it was
directly stated on the web page which criteria mpks should fulfill to be admitted or of
competencies were mentioned in recommendationr lettedels. In general, there was no

information

Second, data omformation sourcesthe universities use to admit applicants was captu

This includes

e Curriculum vitae (CV) / résumé

* Testresults (e.g. GMAT, GRE, Tage-Mage, TOEFL)

e Undergraduate documentation

» High school documentation

» Free text motivation letter

* Information the applicant has to provide in thelamapion file
* Letter(s) of recommendation

« Interviews (personal, telephone, group)

* Presentation

Then, in a second step, thosempetencies that are measurable from each informiain

sourceare derived.
The resulting table can be found in the Annex.

Where possible, a registration as potential applicsas initiated, following the online
registration process to be able to identify furttempetencies assessed in the admission

process.
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3.3.2.Survey of admission offices

In line with the concept of the KSAO competency ®lodan objective, qualitative and
anonymous questionnaire was developed. All releggoibal leadership KSAOs from the
literature review are grouped by their categoryowledge, skills, abilities and personality
traits. Then, three pieces of information are otgdifrom the admission offices:

* Which competencies impact the admission decisiahvarich not?
* By what means are they measured?

* Do they have a minimum requirement that applichatee to fulfill?

This questionnaire was then processed as Interatt Oollection (IDC): on May 22, 2011,
emails were sent to admission offices with the estjuto anonymously complete the
guestionnaire online. These email addresses wdreevied from the web sites of the
programs. Please consult Annex — List of MiM scBp®&rogram names, web sites and email
addresses for email addresses. The email requesideal of the questionnaire and the results

of it can be found in the Annex — Online Survey.



50

4. RESULTS

This chapter describes the results of the two nuisthused for research. Before describing the
results of the information provided on the web aged the results of the survey of
admission officers, general results are given, irigm for the global understanding. Finally,

a summary of the results will serve as a basigh®idiscussion in the next chapter.

4.1. General results on admission processes

This section presents general results related rathéhe admissiorprocessesthan to the
admissioncriteria. The first section describes the specific roleadfmission to business
schools in France. France has a parallel systetheomanagement schools callédandes
Ecoles that intersect with the bachelor-master systeme $hacond section describes the
methods used to measure admission criteria or ciamges. These results are a prerequisite

to the next section and also important to be ablaterpret the findings of the next chapter.

4.1.1.Admission to French business schools

Although generally, all programs follow the bachateaster structure stipulated in the above
mentioned “Bologna Process”, i.e. application fay aMiM program requires a bachelor’s
degree. As an exception, the French schools irsdnaple, being so-calle@randes Ecoles
have an alternative admission process for botlonakiand international applicants. Due to
the large number of French schools in the examsagdple (17 out of 59), it is important to

understand this process to be able to correcttypnét the results.

The standard admission process for internationalestts is — like in the other European
countries — mostly based on the bachelor's degotleer standardized tests, language

expertise and a personal interview.

The standard admission process for national stademwever, is — to a large extent — very
different from the admission process for internagiostudents. On the national level, the

largest part of potential business students study years (extendable to three years) in
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classes préparatoiregistead of three to four years in a bachelor'sgmm before being
admitted to business schools in a highly seleginoeess. National students usually have to
sit concours(examinations), an oral part and a written parthisconcours candidates must
demonstrate above all their general knowledge aiiliti@s whereas special knowledge,
skills, abilities or personal traits are not import The focus is on oral and written expression
(and spelling), a strong sense of logical thinkingd — for the oral part — the ability to

perform under stress.

Another difference is that both for national antkinational applicants, it is also possible to
apply with three years of higher educatwithout having obtained a degree. Furthermore,
most French business schools team up for admisserthere is one admission process for

applications to one or more schools of the group.

 The Ecricome consortium manages national and iatemal applications to six
schools represented in the ranking: Reims, Rouamoried Marseilles, Bem
Bordeaux, ICN, Tours-Poitiers. They use the sansg teut each member school
weights the results differently. For the interviewpplicants are invited to each single
school that considers the application.

« The SAl consortiumervice des Admissions Internationqlesanages international
admission to HEC Paris, ESCP Europe, EM Lyon, AcdemMantes and Skema.
Applicants can apply in different rounds with thiestf round for high-potential
students with GMAT of 700 or higher. Interviews a@nducted only once for all
schools, then admission is decided for each pdati@echool applicants chose to apply

at.

Hence, to a large part, France follows a managemduntation system not fully compatible
with the bachelor-master system stipulated by tbledha Process. Still, this former structure
of Grandes Ecolesemains in place where at the same time, bachedegsees and master’s
degrees are awarded after three respectively fearsyof study, in addition to the local
diplomas Grande dipldme de commejg€lark, 2004).
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4.1.2.Specific entry requirements

All MiM programs require a bachelor’s degree exdeptFrench schools, which accept three
years of higher education as equivalent to a backetlegree. 18 schools (31%) require a
degree in the field of business/management/ecorsoamd 10 more programs require some
knowledge in the field, mostly a certain numberE®TS credit points required on certain

classes in the field (e.g. accounting, financatsgy, etc.). In total, this means that 28 schools

(47%) require some previous knowledge in the field.

Only very few programs require work experiencepum sample, only three programs have a
minimum requirement of work experience betweendhaed six months. Still, twenty-three
programs (35%) consider work experience as a piika admission process. Students with

more than two years work experience are usualgrred to the MBA program.

Specific grades in the undergraduate degree arereegby 11 schools (19%); all except for
one of them are in the United Kingdom and definecefir equivalences for international

applicants from other countries.

4.1.3.0verview of assessment methods

Standardized tests play an important role in thaission processes to the MiM programs.
They are used to test for English language profoyeand for verbal, mathematical, and
analytical abilities.

The TOEFL (Test of English as a Foreign Language)lbeen established as the most widely
accepted test to demonstrate English language cmoby. It “evaluates how well you
combine your listening, reading, speaking and wgitskills to perform academic tasks”
(ETS, 2011). All business schools require some kihdroof for the applicant’s proficiency

in English and 53 schools (90%) explicitly acceptegclusively require the TOEFL,; it can
therefore be considered as the standard. The eshjagores of the internet-based test range
from 66 to 107 with an average of 92 out of 12Mgmiln the Common European Framework
of Reference for Languages: Learning, Teachingegsment (CEFR), this corresponds to a
B2 level (ETS, 2011), which identifies an “indepentispeaker”, more concretely “vantage
or upper intermediate”. More concretely, he or ‘gfam understand the main ideas of complex
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text on both concrete and abstract topics, inclydéecthnical discussions in his/her field of
specialization; interact with a degree of fluenag @pontaneity that makes regular interaction
with native speakers quite possible without stfameither party; produce clear, detailed text
on a wide range of subjects and explain a viewpomna topical issue giving the advantages

and disadvantages of various options” (Council wfope, 2001).

The GMAT (General Management Admission Test) wagimally designed for MBA
programs in the United States. It measures venbahematical, analytical and writing skills
of applicants by an adaptive computerized test (&y2011). In our sample, 42 schools
(71%) perform their own or require an external tés this, 26 schools (44%) exclusively
require the GMAT. Sitill, this shows that for therBpean MiM programs, the analytical tests
play an important role. All top 25 programs requdoene kind of analytical test. If this kind of
test is required and GMAT is accepted, 25 out of sthools (60%) have minimum
requirements ranging from 450 to 650 out of 800n{®owith an average of 544 points.
Whereas it normally does not depend on nationalitgther a program requires an analytical
test like the GMAT, no MiM program in the Unitedigdom required this kind of test. In
France, it is often possible to do the Tage-Mageftg analytical abilities and prove English
proficiency by the TOEFL.

Knowledge can be assessed by a test (like the TP&Fhy the academic record, as well as
cognitive abilities (like the GMAT or academic résy Still, many other competencies
relevant to admission are difficult to be measutes way. For them, the assessment process
Is more complex and business schools face diffeuljuantifying non-standardized methods.
Nevertheless, if they are important for succesa gkbal leader, they should be considered
along with standardized test results. Generallg,ftllowing other methods are used by the

MiM business schools to measure admission criteria:

* Résumeés

* Self-assessment

e Essays / motivational letter
* Recommendation letters

* Interaction

Résumeés are mostly completed in an online appticdorm as well as attached as a separate
document the applicant has created. 48 schools )(8&&tiire a self-created CV to be sent

along as documentation.
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Self-assessment via an online portal was only used few cases and cannot be seen as a
reliable source of information since applicants mhidake answers or exaggerate their

respective KSAO.

All essays required were answers to predefined tiqunss on the applicant’'s motivation,
professional future or personality. Therefore, #swgrouped with motivational letters that are

sent in separately. This kind of documentation vegsiired by 32 schools (54%).

Recommendation letters are used by many schogjsttan idea of how the student is seen by
former professors or employers. In our sample, nsmpols use explicit models to be sent
sealed to the program admission officers. They iostmcases list characteristics and
competencies of the applicant and ask the referesssess them. This method is prone to
errors as well, since the applicant can choosedtezee and will most probably ask a person
who is in favor of a candidature. Even if this sdiaet applies for all applicants, the personal
impact of the referee is generally high. Recommganddetters were required by 36 schools
(61%), either one (10 schools, 17%) or two (26 st$a14%).

Interaction in some kind is used in by most schdolsassess applicants’ competencies.
Individual interviews are conducted by 34 scho6R%), group interviews or discussions by

only two schools (3%) and presentations by thréeals (5%).

4.2. Admission criteria according to web sites

This section presents a summary of the resultdarission criteria for the MiM programs as
described by the program web site, mapped to thAX®ompetency model. First, a
comprehensive overview of all competencies and fheguency used in the selection process
of the 59 MIM programs is given (threshold competes in blue). Second, the results are

summarized and clustered.

Whereas the above described assessmetttods of competencies are mostly very similar

among the schools, the admissaiteria are less clear and less conform.
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Table 3: Summary of competencies used in the admigsocess of the MiM programs

Admission criterion KSAO frequency
English language skills K 100%
Logical reasoning A 83%
Written communication A 75%
Quantitative and mathematical ability A 73%
Global business understanding K 69%
Oral communication A 69%
Determination to achieve O 69%
Motivation/drive O 69%
Interpersonal abilities A 56%
Self-awareness @) 42%
Teamwork ability A 41%
Enterprising spirit/initiative @) 41%
Cultural literacy K 34%
Cognitive complexity A 27%
Other foreign language skills K 24%
Creativity and innovation @) 24%
Responsibility/accountability O 22%
General knowledge K 17%
Structuring S 17%
Behavioral flexibility A 17%
Organizational skills S 15%
Cross-cultural communication skills S 8%
Managing conflicts S 7%
Integrity @) 7%
Intellectual curiosity @) 7%
Openness to experience @) 3%
Stress tolerance A 3%
Negotiation skills S 2%
Reaction to criticism A 2%
Networking skills S 0%
Hardiness @) 0%
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For a detailed list of the criteria assessed phodcsee Annex (chapter 9-12). Note that if
there were different ways of admission, all avddabformation on criteria was combined to

identify all competencies the school assesses.

Summarizing the above results, we look at the aslonscriteria that were used by more than
50% of the business schools. We obts#ven most important admission criteriathat can

be grouped in three clusters:

Table 4: Cluster of most commonly used admissiderg

- Group 1, « English language knowledge
checked by >80% + Analytical ability (logical reasoning and quantive)

e Communication ability
Group 2, » Global business knowledge
checked by >68% + Determination to achieve

* Motivation/drive

Group 3,

hecked by 5094 Interpersonal ability
checked ny 4

Regarding our KSAO model, two of these seven itegfisr to knowledge, none to skills,

three to abilities and two to personality traits.

4.3. Admission criteria according to online survey

This section presents a summary of the responséiseoadmission processes and criteria for
the MiM programs of the survey performed among adimon offers. Again, competencies
were mapped to the KSAO competency model. For ldetaesults please refer to the Annex
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— Online Survey. Due to a low response rate of Ut6ob 58 emails sent (28%), we will treat
the results only as indications and compare thernthéoresults of the previous web site

research that provided extensive results.

The first finding concerns the admission processigie rather than concrete criteria. An
important indication of the survey results is thaly about 50% of business schools (8 out of
16 answers) use a formal system with predefineelgcaies to assess applicants to their MiM
program. Similarly, in about 50% of the cases, Ifimamission is decided by the program
coordinator or director whereas otherwise, the adion office or a selection committee

decides.

The second finding provides insights about the outhhow relevant KSAO admission

criteria were measured. The following table sumpeaithe results. As before, each KSAO
category comprises the competencies identifieceatien 2.4. To give an example of how to
read the table, the 5 knowledge items were cunwalgtmeasured 83 times by the 16 schools
in the sample, namely 19 times by a test, 43 tinyedocumentation, 19 times by interaction

and 2 times by recommendation letter(s).

KSAOMeasurement Test Documentation Interaction — Rec. Letter
Knowledge 19 43 19 2
23% 532% 23% 2%
Skills 12 27 44 1
14% 2% 32% 1%
Abilities 41 49 21 7
23% 2% 18% %
Personality traits 0 74 110 18
0% I7% S4% 2%
72 193 194 28

Figure 14: Overview of admission criteria assessmrezthod frequencies

The questionnaire suggests clearly that recommemdédtters are far less used than any
other methods to assess applicants in the admigsioness. The information about
applicants’ competencies extracted from them semingmal. On the other hand, they are

required by 61% of the business schools in the BEamp

® No email address of an admission officer at Lon&mmool of Economics and Political Science could be
retrieved.
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Standardized tests were nearly exclusively useassess English language knowledge (like
the TOEFL) and analytical abilities (like the GMABut for these competencies intensively.
The skills assessed by a test (12) were largelyctstring skills (7), indicating a desired

reference to the test for analytical abilities€lthe GMAT) and hence a skew result.

We can conclude that the bulk of information on dipglicant apart from these two tests — as
can be seen in the table —is gained by the docatemthanded in and the interaction with
the applicant. On the other hand, as we have setheiprevious section, only about 60% of
the schools perform some kind of interaction whk fpplicant whereas all schools require
the submission of some kind of documentation. Assee above, for the 40% of schools that
do not perform any kind of interaction with the Apgnt, it is particularly difficult to assess
the SO competencies (skills and personality traA#ipgether, these facts indicate that the
submitted documentation generally provides the tgetasource of information for the

business school admission offices.

The third finding refers to the admission critdhamselves and the outcomes are summarized

per category:

* Knowledge:
The survey confirms the finding that English langgeias a threshold competency (12
out of 16 name it as a critical criterion). Prexaduowledge in the field of business or
management is checked by all schools but onlyte@ricriterion for about half of the
schools. This confirms the finding of the web sé@search where 47% of the programs
required some kind of previous knowledge in thédfi€ultural knowledge is assessed
in most of the cases, either nternational experience mentioned in the submitted
documentation or by interaction. Other foreign lamges and general knowledge

carries less importance with around half of theosthinot measuring it.

o Skills:
Among all four KSAO competency model categorieslisiseem to have the least
relevance in the admission process. Five out ditesgills identified are measured by
less than 50% of the schools and criterion is clearly identified as critical.
Managing conflicts and cross-cultural communicatekills are measured during
interaction only whereas organizational skills amso measured by personal
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interaction. As mentioned above, “structuring” ntigge misunderstood with GMAT
competencies since many schools state that thgasured by a test.

Abilities:

The clearest result of this section is the useoafestest (e.gGMAT ) for analytical
abilities (verbal and quantitative) by 12 out ofskdhools where in abobgalf of these
cases it is a critical criterion Again, this confirms the findings of the web site
research where around 70% use some kind of arallyéist and 60% of them require
a minimum score.

Confirming the previous results, communication Iskiare considered to be an
important factor but there seems to be no otheelyidccepted critical competency.
Results on cognitive complexity are contradictonghwsome of its categories being
assessed in many cases (like managing uncertaidtgréical thinking) and other not

at all (like recognizing underlying concepts ortpats).

Personality:

No school in the sample performs a standardized ttesssess personality traits.
Questionnaire results indicate that about halfhef traits listed were irrelevant. The
remaining relevant seven personality traits canab&ed as follows (measured vs. not

measured, totals above 16 due to double entries)

1. Motivation/drive (24 vs. 4)

2. Determination to achieve (21 vs. 3)

3. Self-awareness/maturity (12vs.6/16 vs. 4)
4. Enterprising spirit/initiative (15 vs. 4)

5. Openness (15 vs. 4)

6. Stress tolerance (13 vs. 5)

7. Integrity (11 vs. 6)

As seen above, the biggest information value fosgality traits (in particular those
that are checked most often, namely “determinationachieve”, “enterprising

spirit/initiative” and “motivation/drive”) come fim personal interaction.

Comparing to the web site research, results magch well, the order of personality

trait importance in the admission processes isvadgnt.
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4.4, Summary

The results of the research regarding admissidar@ihave been very consistent regarding
the two methods of examination (program web padernmation and survey of admission
officers). The criteria that have been found toif@ortant according to the program web
pages have also been indicated as important byadh@ssion officers. This indicates that
admission criteria are internally assessed the thay are described publicly. This is an
important result for applicants, indicating thaerh is no “hidden agenda” of the admission

process.

Turning to the results on the criteria, this reskaproduced very interesting results. All
schools require English language knowledge, theireq TOEFL scores averages 92/120
points and therefore corresponds to a proficierexell (B2) in the Common European
Framework of Reference for Languages. Analyticaliteds are checked by more than two
out of three schools, the GMAT is clearly the staddalthough some schools perform
proprietary tests. These two competencies can & ae the threshold competencies in our
research. It is interesting to note that no compsteclassified as skill was measured by a

significant amount of MiM admission processes.

The required documentation to be sent by the agmijcnamely the CV and the academic
record, are the most important sources of inforomatifor admission officers.

Recommendation letters do not play a relevant noléghe measurement of competencies
although they are required by more than half of gbleools. Personal interaction plays the
most important role to measure personality traiis i& performed by about 60% of business
schools, nearly exclusively in the form of persoméérviews. The remainder of the schools
relies on the applicant’'s submitted documentationnieasure personality traits. More
complex assessment methods like presentation arpgdiscussions are only performed

sporadically.

Cultural knowledge is measured by internationaleeigmce or during personal interaction but
does not seem to play an important role in admisgimcesses. Similarly, self-awareness
does not play such an important role, although nsaols require self-reflecting questions
to be answered either as a written essay as p#reapplication or as questions asked during

personal interaction.
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Summing up, in the KSAO model, six competencies #ra checked by two out of three

schools have been found (see Figure 15 below).

Enowladgs
akills
Abilities

Parsonality traits

Vb

English language, global business
n/a
Analytical ability, communication ability

Determination to achieve, motivation/drive

Figure 15: Summary of admission criteria checke@M®yschools
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5. DISCUSSION OF RESULTS

This chapter discusses the research question saadts derivatives in section 1.1. The
research question was to find out whether the aiamsprocesses of the European MiM

programs select candidates that are best suitdatdatevelopment of global leaders.

The answer to the first subquestion of how the ephof a global leader discussed in the
literature translates into a profile with commomqaetencies requested by the business world
has already been answered in section 2.4. A syistbéshe reviewed meta-studies has been
worked out and the resulting profile of a globalder is used in this chapter as a foundation

to interpret the results of the research in sectidn

Before addressing the subsequent subquestiondinthiations of this research are pointed

out.

5.1. Limitations of this research

This research is mostly subject to the three liwwites concerning the theoretical concept
applied, the choice of the sample of business dshpyograms and some common limitations

regarding the survey performed amongst admissificecs.

5.1.1.Identification of global leadership competencies

The literature uses the concept of a global leagbrch in this case is the focus group of
research, with different meanings. Therefore, darehas been made to clearly distinguish
the concept from other meanings. Still, authorsdisnyriad of competencies that often have
not been validated well enough by empirical redeaiifferent dimensions of traits, skills,
abilities etc. have been mixed and treated as edimdrefore, the identification of global
leadership competencies might be somehow not felpresentative of the actual needs of

global leaders.
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5.1.2.Choice of sample

The examined business school programs in the samwgle not chosen at random. While
there are many more business school master prograisrope, only those that are in the

ranking of Financial Times “Master in Managemerkih@ncial Times, 2010) were examined.

On the one hand, this is likely to be a bias comg&o other schools; on the other hand these
schools were explicitly chosen because of two nesiso

First, it was assumed that of all business schwoEurope, these ranked business schools
actually represent those schools that are mosvaeiefor global leadership development.
They probably serve as reference examples to stifols. In the end, most schools use the
fact of being ranked as publicity and improve threlevance to the economy. This implicitly
implies that the ranking uses the right assessmetitod and manages to identify the “best”

business schools.

These business schools particularly focus on iaternality since it is an important factor in
the FT ranking and therefore have a better stapiogition to achieve global leadership
development in comparison to local schools or smetlools that do not have the network,

reach or focus.

Second, information availability for the busineshals in the ranking is more widely
available and more often available in English. Tikigmportant to be able to collect data on

admission criteria, the main aspect of researc¢hisfpaper.

5.1.3.Survey design and completion

Regarding the survey questions, the two key chargtits of the survey are the shortness and
the use of closed-ended questions. The shortnessregaired to maximize responses of
admission officers. Closed questions were used inaguparticipants to evaluate those
competencies defined in the section “Conclusionati respective business school uses in
the process. Still, they could provide other corapeies by an extra input field, giving them
the possibility to correctly depict their admissimocess. This process may lead to biases but
is preferred to purely open-ended question apprahehto the confirmatory type of this

research.
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Regarding the research participants, the surveyseasto the email addresses of admission
offices of the sample business schools. It canmatly be assured that the person in the
admission office who completed the survey hasKnbwledge about the competencies (e.g.
personality traits) evaluated in the admission gssc Still, the choice of admission officers is
the best proxy in this case. Another potential bméght be that only those admission officers
take part in a survey that generally put significeffort in the admission process and

therefore have a more structured insight into agimiscriteria.

Regarding the response rate, of all 58 emails ®eMiM admission officers, first only six
answers could be collected. After a personal ploatieeminder the response rate went up to
16, corresponding to 28%. Despite the effort matles response rate cannot provide a
comprehensive image of the admission processesksetre admission officers. Therefore,
results might be biased and have been treatedi@siiion only.

5.2. Relevance of the concept of a global leader for thdiM program

This section addresses the second subguestion evhatitording to the information provided
on their web sites and in their brochures, busirst®wols envision their graduates to be
global leaders. This is relevant to check whether link that this research established

between global leadership and the MiM businessdgtrograms is valid.

To verify this connection, it is not sufficient tmmpare the MiM admission criteria to the
global leadership competencies. Even if they wheesame, this could be accidentally. The
research has to prove intent on the part of the iibgram design to develop global leaders.
To do this, a content analysis is performed. Irs thnalysis, two dimensions have to be

examined: the attribute to be “global” and to atfieadership”.

First, the relevance of being “global” or “interimatal” is examined. As found in the literature
review in section 2.2.2 on the distinction of Glbs domestic leadership, the word “global”
and “international” in the context of leadershie aised equivalently. As a first indicator, 15
schools (25%) in the sample explicitly contain ertthe word “global” or “international” in
the name of the official degree awarded at the @nthe program. Furthermore, content
analysis of the MiM program objectives accordingthe program web site, brochures and
other publicly available information shows thatlalisiness schools stress the international or
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global aspect of their MiM program. They refer grms like “international career” and
“international and culturally diverse context”. this context, it is important to note that all
schools are committed towards an internationalestudody because this is one of the factors
significantly affecting the score in the FT rankifignancial Times, 2010). Another indicator
is the high and increasing number of exchange progrand double diploma agreements and
their proactive marketing on the part of the bussngchools.

Second, the relevance of aiming to develop leadeexamined. As found in the literature
review in section 2.2.1, the terms “leader” and fiager” are sometimes used
interchangeably, although “manager” rather dessriédunctional position in the company
whereas “leader” focuses on the action and behadiogffective management. The goal
and/or self-understanding of educating leadersbeafound on many program web sites, too.
To name some examples, Essec describes the ecdatatinective as graduates becoming
“responsible leaders able to adapt to an increBsingmplex and constantly changing
environment”; Kozminski wants to “educate well-goped international managers, preparing
them to play a leading role in dealing with intd¢romal business issues throughout the
world”; Skema wants graduates to “become the lesadétomorrow”; CEMS want them to

“take on future management challenges”; Edhec wdht&sn to “prepare for a top

management career”; Strathclyde wants to meet gheat demand in companies for high
level expertise in international management andajlteadership”; many other examples can
be found. The fact that these business school®preanked by Financial Times, a renowned
institution in the sector, contributes to theirfgelage of building leaders. Another indicator
for this is the fact that all MiM programs, regask of their country origin, offer the program

in English (while at the same time sometimes dfifgrselect classes in the home country's
language).

Consequently, the MiM programs are conceptualipaedet/elop global leaders. It follows that
selection process should be supportive to readhgiba, i.e. select the applicants with the

greatest potential to have global leadership coemuéts at graduation.
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5.3. The importance of admission processes

This section addresses the third research subquoestiat role the admission process play,

considering the constraints of educational prograntevelop competencies.

Prima facie, admission criteria are defined to adsnidents that successfully complete their
graduate studies. On the other hand, since toméssischools have large number of suitable
applicants, more importantly admission criteria banseen as a first step to select potential
global leaders. The profile of a global leader besn defined in section 2.4. This can be seen
as the basis from where business schools haveaodyidentify their interpretation of global
leader and derive a competency profile. This peaderves as guideline for all HR processes
of the MiM program, both regarding education anttcd®n (Campion, Fink, Ruggeberg,
Carr, Phillips, & Odman, 2011).

Many other factors increase the importance of selegrocesses. First we consider the
relative immutability of parts of the KSAO competgnmodel, namely abilities and
personality traits (Caligiuri, 2006). This meansittfior business schools, it is much more
difficult to teach abilities and personality traitssomeone who does not possess them than to
teach knowledge and skills. In order to decide Whethis is relevant or not, it is necessary to
look at how important each of these competencygoates is. If abilities and personality
traits were not so important in global leaderstegedopment, why bother that it is difficult to
develop them? A closer look at the literature revand the examined meta-studies however
showed that personal abilities and traits are mbt onportant for global leaders to have but
present a threshold competency that is requireat égast beneficial for the development of
other KSAO competencies. Students with a lowerllef¢hese threshold competencies will
not benefit as much from the education the busieelsol offers as those who have a higher
level. Finally, the research found that the averdg@tion of master programs is 18 months,
that is to say that there exists a significant tooastraint for business schools to make sure

that MiM graduates possess global leadership campists.

In this context, an inconsistency can be obser@edthe hand, personality abilities and traits
are threshold criteria for the development of glolmader competencies and personal
interaction is used as the most important mearssess them. On the other hand, only 60%
of MiM programs perform some kind of personal iat#ion whereas 40% rely on written

material to assess them. The research indicatethiése 40% might have more difficulties to
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identify the applicants with highest potential twspess global leadership competencies at the

moment of graduation.

5.4. Matching admission criteria to global leadership K&O

This section addresses the fourth research subguesamely how the admission criteria of
the MiM programs compare to the KSAO competency ehofl a global leader developed in

section 2.4.

In general, the KSAO model in section 2.4 identifte knowledge items, 6 skills, 8 abilities
and 11 personality traits to be relevant globatiéeahip competencies. Except for hardiness
and networking skills, all of these 30 competeneiese used in the MiM selection processes.
Other competencies measured in the admission mesevuld be mapped to the dimensions
defined in the model. Hence, as a first result wectude that the KSAO model of global
leadership competencies defined in the literatagethe admission criteria of MiM programs
intersect to a large extent. However, the frequeoicyccurrence differs significantly and
many competencies are used as admission critealgyery few schools.

In practice, the assessment of competencies im@lemated process for business schools. The
more exact the competency profile of an applicast to be determined to decide admission,
the more money and time the business school hasetoKnowledge and certain abilities can
be measured by standardized tests which are cadlaod evaluatedutsideof the business
school. Skills and personality traits are much mdifeécult and costly to assess. Given the
constraints of admission offices, admission officeamany cases focus on few threshold
competencies instead of a large list of competsnsimilar to the one developed in this

research for practical reasons.

* Knowledge:
In the research, only two out of five knowledgenriteare relevant. English is tested to
ensure the student’s ability to follow the eduaadio process. Global business
understanding is tested because some programsstafisadvanced courses whose
prerequisites cannot be taught due to time comssraDther knowledge items were
found to be relatively insignificant, although tgpograms like CEMS, WHU and
ESCP-EAP promote other foreign languages.
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Skills:

The profile of a global leader, according to theerhture, includes skills like
networking skills, organizational skills and negtibn skills. So why do business
schools largely not consider skills in the admissprocesses? The answer can be
three-fold: either business schools consider s&glsiot that important or they rely on
the fact that these skills are developed until tthree of graduation. The last option
seems more probable, considering that there assedain negotiation and cross-
cultural management at many business schools andn#jority of MiM programs
include mandatory company placements.

In the context of the global mindset, the literatemphasizes the importance of cross-
cultural communication skills. Even though thisterion is not measured by the
majority of the schools, they do take into accowdtether the applicant has an
international profile and, more importantly, pro@iéhternational experience during
their education (e.g. internships or exchange stmesbroad, cooperation with

foreign universities).

Abilities:

Generally, abilities are considered to be importanthe business schools (most of
them are measured by more than 40% of the schddis)r relatively immutable kind
makes them the most important selection criteras Tan also be seen by the fact that
some schools (e.g. Bocconi and SAIl consortium) hepexial rounds for so-called
“high-potential” applicants with high GMAT scores.

According to parts of the literature, cognitive quaxity is an extremely important
factor. It refers to the ability to process infotioa from multiple sources.
Nevertheless, it is only used by 27% of the schaolthe sample. The GMAC has
picked up this wish of schools to know how applisariperform in today's
information-rich climate”. Hence, the so-callétext generation GMAWill include

cognitive complexity measurement starting from J20#2.
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* Personality traits:
Particularly for personality traits, business sdh@®em to have focused on four key
personality traits, on the one side recognizingrtimaportance, on the other side
acknowledging the fact that they are difficult teasure. Except for “determination to
achieve”, “motivation/drive”, “self-awareness” anténterprising spirit/initiative”

personality traits are not relevant for most of k& programs.

5.4.1.Threshold competencies in the admission

Threshold competencies are a prerequisite to dpwatloer competencies or at least trigger
the learning rate of them. This section comparesctmpetencies that, on the one hand, have
been identified as threshold competencies along thik KSAO model for global leadership
competencies in section 2.4 and those, on the didwed, which have been identified in the

research to be threshold competencies for the Midgnams.

All threshold competencies identified in the litem@ are personality traits. The threshold
traits identified were: hardiness, openness to mempee (humility & curiosity), self-
awareness (maturity) and integrity. The expectatioas that if schools have effective
admission processes to identify potential globadléxs, these competencies would figure high
up in the list of admission criteria. This is omgrtly the case: In our research, although they
are considered as important admission criteriaifjpass, 6, 8 and 10), other KSA criteria are

more important.

« “Hardiness” interestingly is not explicitly consi@el as admission criteria by any
school. On the other hand, the competencies “datatran to achieve” and
“motivation/drive” are the most important persotalirait competencies and can be
linked to the concept of hardiness. According te ®xford dictionary of modern
English, hardiness is defined as “the ability talwe difficult conditions” (Oxford
Dictionaries, 2011). Determination and motivatior alearly important prerequisites
for hardiness. Consequently, looking more in dedaithe prerequisites of hardiness,

we do find the concept in the top 10 admissioredst(position five and six).



70

* “Openness to experience” is only used by very fewifess schools as admission
criteria. To be open to experience, humility andasity (inquisitiveness) is required
(Edmondson, 2008). Curiosity as one aspect of gggnmalso figures low in the
ranking.

* “Integrity” ranks low in the list of admission ceitia and is not used by many schools.

* “Self-awareness” was the eighth most used andftrereanks high among admission
criteria for MiM programs. This confirms the impance of the personality trait for

the engagement in personal development and theingacurve.

One possible explanation is that personality tcainpetencies are difficult to measure, in
particular by a standardized test. Whereas “seldraness” can be and is mostly checked by
asking the applicant questions about himself an&imgahim reflect his own personality,

“integrity” seems to be a concept that is moreidift to assess.

The most obvious threshold competency in admisgrooesses is proficiency in the English
language. Since all programs are taught in Englisese requirements make sense to
effectively be able to follow classes and partitgpan discussions. Those who master the
English language will have a clear advantage olerdthers, i.e. the less students master
English the less effectively they are able to berfesm the development of competencies.
This is clearly reflected in the sample since 108Pbusiness schools check in some way or
another for English language competency. In therdiure, the knowledge of foreign
languages is mentioned but no particular stresmasle that knowledge of the English

language is a threshold competency.

The most important admission criterion (Englishgiaaige) is assessed by standardized test,
the TOEFL. Similarly, the GMAT is used to test amighl ability, whereas the remaining
competencies are mostly tested by individual imsa (communication skills) or the
academic profile (global business knowledge). Timergence of a standardized personality
test which effectively assesses personality teits is difficult to fake would maybe change

this picture.
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5.5. Summary

Two points are important to make: First, the litera identifies so-called threshold

competencies that are required for an effectiveeldgment process of applicants towards the
desired profile of a global leader at the momengr@duation. These competencies are all
personality traits and should be very much dediethe business schools. If they find a cost-
effective measure to test them, their weight irecin processes for global leadership

development should increase.

As we have seen, about 60% of business schoolparsenal interaction, mostly in the case
of interviews, to determine these particular peadipntraits. Our survey indicates that they
are difficult to assess reliably by other methddss means that some schools accept students
“on the basis of educational credentials and asshatecandidates come with the appropriate
motives and traits or that they can be indoctrichate them” (Bassi & Russ-Eft, 1997).
Research shows that the relatively immutable naatiebilities and personality traits implies
that business schools cannot effectively develoghange these competencies during the
educational process. Hence, they have to pay isedeattention to the admission process to
identify students that already possess these paigotraits and abilities. It might be more
cost-effective to admit applicants with the rightotides and traits and develop their
knowledge and skills competencies to match thelprof a global leader at graduation.

5.6. Recommendations on admission processes and criteria

In general, the easier it is to change a perso8A® item, the more the school can rely on its
educational process to develop this KSAO. In otherds: the more difficult it is to change a

person’s KSAO item, the more important it is toeassthe applicant’s level at the moment of
application. Considering the relatively short dimatof the examined MiM programs between

10 and 24 months (Financial Times, 2010), the lmssirschools face a further constraint in
improving KSAOs. Thus, the above mentioned factyaase the relative importance to

include KSAOs that are difficult to change in thedestion process. As one of our results,
certain personality abilities and traits are pdrthe desired global leader KSAO competency
model. Business schools should perform some kingeosonal interaction to measure these
competencies. To minimize the increased amounesdurces required to do this, business
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schools can either group together as they do indérar activate their alumni network to
perform interviews where possible. The incremewgaih of information must be of key

interest, particularly to the top European busirses®ols.

The harmonization of European master programslisasgoung project: some of the master
programs have been conceptualized few years agoW#4U) and some web pages are not
even properly translated to English for internatioapplicants although the school gushes
about the internationality of its MiM program. Theeows a construction site regarding both
content and presentation. Presentation-wise, tleesdill a way to go for many business
schools to provide adequate information on theagpams. The web pages show applicants a
first impression of the school and top applicanighhbe reluctant to apply for a school with
a poorly presented program web page or with liti®rmation in English. For business
schools, it is extremely important to communicdte tompetencies they are looking for to
make sure the applicant pool is suitable. Onlyghpegrams in the sample however describe
the exact way how they select students, namelyrdirgp to which criteria they look at
applications and more importantly how theseigh them. Hence, information provision
clearly has to be improved. Content-wise, thereaiem some confusion about the MiM
programs. It cannot clearly be seen where the rdifiee between an MA in International
Business and an MSc in Management is and why fones®liM programs, previous
knowledge is required and for some it is not evibowed to apply with a bachelor in the
same field. There should be a clearer distinctietwben the natures of MiM programs,
namely between masters that require previous kranelén the field (one could call them for
example business degrees) and those that do nat ¢onld call them for example
management degrees). This would also significaimtigrove the orientation of companies
that need a clear vision which competencies graduabm a certain degree program possess
(e.g. global business knowledge). In this contéxtnight be useful to develop a short

standardized test of minimal knowledge that MiMdstiats must possess.

Finally, although this was not the focus of theegesh, it seems that investments in personal
development of students, according to the KSAO rhoflglobal leadership, seem to be a
worthwhile. This could be in the form of increasgaject work, workshops or interactive
classes to enable personal transformation. For pbeariarvard Business School lets their
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MBA students perform a self-assessment of theisgality ("who you are, what you want,
where you would like to go, [...] deepest life int&1ie your business skills, and your own
work/reward values”) and then provides a classnterpret the results during the first few

weeks of the program.

5.7. Directions for further research

Most importantly, it would be interesting to seashcompetencies actually are changeable in
the scope of an MiM program or another businesgrarma? To what extent are personal
development classes like the one performed in Hdrahle to alternate KSAO competencies
that were identified as hardly changeable in tesearch?

In this context, it might be interesting to findtda what extent top MiM programs actually

develop competencies and to what extent their fomcis in selecting the best bachelor
students. Depending on the outcome of this researa could answer the question whether
it makes more sense to join a master program ofywars (long) or rather one of one year
(short)?
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and Economics : . no 410112
Management Business-and-Economics/
Politecnico di MSc in ) : . o . . .
Milano School of Italy Management http./_/wl/vw.pollnternatlonal.pollml.lt/mdex.m_ter_n_atlonal.ml@p

. . php?id=203 olimi.it

Management Engineering




90

8. ANNEX — MAPPING THE ADMISSION PROCESSES INTO THE

KSAO MODEL

Explicitly stated admission
criteria

Implicitly assessed
admission criteria
from process
requirements

. International profile
. Cultural literacy, Cross-cultural
Cultural literacy - . mandatory or
communication skills .
desired
Test for English (e.g.
English language skills TOEFL), GMAT or
GRE mandatory
Breadth of knowledge/general
General knowledge ge/e
culture
e .SpECIfIC k.nowledge
in same field
required from
Global business . . undergraduate
. Business understanding .
understanding studies, work
experience
mandatory or
desired
. . Test for second
Other foreign language skills .
foreign language
Cross-cultural s
s . Cross-cultural communication
communication skills
Managing conflicts Managing conflicts
Skills Negotiation skills Negotiation skills
Networking skills Networking skills
Organizational skills Organizational skills
Structuring Structuring
Behavioral flexibility Behavioral flexibility
Cognitive complexity, critical
Cognitive complexity faculty, memorization,
intellectual ability
Interpersonal abilities, positive | Individual interview
Interpersonal abilities impact on others, social or group interview
Abilities adaptability mandatory
. . . Verbal and
. . Analytical ability, logical .
Logical reasoning o mathematical test
thinking
mandatory
Oral communication, Individual interview
Oral communication communication skills, or group interview
presentation skills mandatory
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L Verbal and
Quantitative and . . .
) e Mathematical skills mathematical test
mathematical ability
mandatory
S Reaction to criticism Reaction to criticism
Abilities
Stress tolerance Stress tolerance
- . Group interview
Teamwork ability Teamwork ability P
mandatory
. L . — Motivation letter or
Written communication Written communication .
questions mandatory
Creativity and innovation Creativity and innovation
L . N . Recommendation
Determination to achieve Determination to achieve
letters mandatory
Diligence Diligence
.. e . Enterprising spirit/initiative,
Enterprising spirit/initiative P . &P / .
Extracurricular activities
Hardiness Hardiness
Personality | Integrity Integrity
traits Intellectual curiosity Intellectual curiosity

Motivation/drive

Motivation/drive, Focus on the
task at hand, Commitment to
Projects

Motivation letter or
guestions mandatory

Openness to experience

Openness to experience

Responsibility/accountability

Responsibility/accountability,
Decision-making skills

Self-awareness

Self-awareness




92

9. ANNEX — WEB SITE RESEARCH ON ADMISSION CRITERIA —

KNOWLEDGE

Name of business school and MiM program

Competencies assessed in admission process

Cultural
Literacy

English
language
skills

Knowledge

General
knowledg
e

Global
business
understan
ding

Other
foreign
language
skills

ESCP Europe, Master in Management

Cems, Masters in International Management

HEC Paris, MSc in Management

Universitat St.Gallen, Master in Strategy and
International Management

Grenoble Graduate School of Business, Master in
International Business

EM Lyon Business School, MSc in Management

London School of Economics and Political
Science, MSc in Management and Strategy

Essec Business School, MSc in Management

Esade Business School, MSc in International
Management

Rotterdam School of Management, Erasmus
University, MSc in International Management

WHU - Otto Beisheim School of Management,
MSc in Management

Mannheim Business School, MSc in Business
Administration

Edhec Business School, MSc in Management

Stockholm School of Economics, MSc in
Business and Economics

ESC Toulouse, MSc in Management

City University: Cass, MSc in Management

Audencia Nantes, Master in Management

IAG-Louvain School of Management, Master in
Business Engineering

Reims Management School, MSc in Management

Copenhagen Business School, MSc in
Economics & Business Administration

Rouen Business School, MSc in Management

WU (Vienna University of Economics and
Business), MSc in International Management




Maastricht University, MSc International Business

93

University of Strathclyde Business School, MSc
Business and Management

Universiteit Antwerpen Management School,
Master of Global Management

Imperial College Business School, MSc in
Management

Skema, MSc in Management

Aalto University School of Economics, MSc in
Economics and Business Administration

Euromed Management, MSc in Management

Kozminski University, Master in Management

Universita Bocconi, MSc in International
Management

Bem Bordeaux Management School, MSc in
Management

HEC Lausanne, MSc in Management

Vlerick Leuven Gent Management School, Master
in General Management

HHL-Leipzig GSM, MSc in Management

Aston Business School, MSc in International
Business

NHH, MSc in Economics & Business
Administration

University of Bath School of Management, MSc in
Management

University of Cologne, Faculty of Management,
MSc in Business Administration

ICN Business School, MSc in Management

Nottingham University Business School, MSc in
International Business

IAE Aix-en-Provence Graduate School of
Management, MSc in General Management

ESC Clermont, Master in Management

Warsaw School of Economics, Master in
International Business

Eada, International Master in Management

Aarhus School of Business, MSc in Economics
and Business Administration

ESC Tours-Poitiers (ESCEM), MSc in
Management

Nyenrode Business Universiteit, MSc in
Management

Bradford University School of Management, MSc
in Management

TiasNimbas Business School, Tilburg University,
MSc in International Business Administration




Durham Business School, MA in Management
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Faculdade de Economia of the Universidade
Nova de Lisboa, Master in Management

University of Economics, Prague, Master in
Business Economics and Management

Brunel University, MSc in Management

University College Dublin: Smurfit, MSc in
International Business / Management

Lancaster University Management School, MSc
in Management

Corvinus University of Budapest, MSc in
Business Administration

Bl Norwegian School of Management, MSc in
Business and Economics

Politecnico di Milano School of Management,
MSc in Management Engineering

59

(Total number of MiM programs in the sample)

20

59

10

41

69%

14

24%
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10. ANNEX — WEB SITE RESEARCH ON ADMISSION CRITERIA —

SKILLS

Name of business school and MiM program

Competencies assessed in admission process

Cross-
cultural
commun
ication
skills

Manag
ing
conflict
S

Skills

Negoti | Networ

ation
skills

king
skills

Organi
zation
al
skills

Structu
ring

ESCP Europe, Master in Management

Cems, Masters in International Management

HEC Paris, MSc in Management

Universitat St.Gallen, Master in Strategy and
International Management

Grenoble Graduate School of Business, Master
in International Business

EM Lyon Business School, MSc in
Management

London School of Economics and Political
Science, MSc in Management and Strategy

Essec Business School, MSc in Management

Esade Business School, MSc in International
Management

Rotterdam School of Management, Erasmus
University, MSc in International Management

WHU - Otto Beisheim School of Management,
MSc in Management

Mannheim Business School, MSc in Business
Administration

Edhec Business School, MSc in Management

Stockholm School of Economics, MSc in
Business and Economics

ESC Toulouse, MSc in Management

City University: Cass, MSc in Management

Audencia Nantes, Master in Management

IAG-Louvain School of Management, Master in
Business Engineering

Reims Management School, MSc in
Management

Copenhagen Business School, MSc in
Economics & Business Administration

Rouen Business School, MSc in Management

WU (Vienna University of Economics and
Business), MSc in International Management




Maastricht University, MSc International
Business

University of Strathclyde Business School, MSc
Business and Management

Universiteit Antwerpen Management School,
Master of Global Management

Imperial College Business School, MSc in
Management

Skema, MSc in Management

Aalto University School of Economics, MSc in
Economics and Business Administration

Euromed Management, MSc in Management

Kozminski University, Master in Management

Universita Bocconi, MSc in International
Management

Bem Bordeaux Management School, MSc in
Management

HEC Lausanne, MSc in Management

Vlerick Leuven Gent Management School,
Master in General Management

HHL-Leipzig GSM, MSc in Management

Aston Business School, MSc in International
Business

NHH, MSc in Economics & Business
Administration

University of Bath School of Management, MSc
in Management

University of Cologne, Faculty of Management,
MSc in Business Administration

ICN Business School, MSc in Management

Nottingham University Business School, MSc in
International Business

IAE Aix-en-Provence Graduate School of
Management, MSc in General Management

ESC Clermont, Master in Management

Warsaw School of Economics, Master in
International Business

Eada, International Master in Management

Aarhus School of Business, MSc in Economics
and Business Administration

ESC Tours-Poitiers (ESCEM), MSc in
Management

Nyenrode Business Universiteit, MSc in
Management

Bradford University School of Management,
MSc in Management

TiasNimbas Business School, Tilburg
University, MSc in International Business
Administration
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Durham Business School, MA in Management

Faculdade de Economia of the Universidade
Nova de Lisboa, Master in Management

University of Economics, Prague, Master in
Business Economics and Management

Brunel University, MSc in Management

University College Dublin: Smurfit, MSc in
International Business / Management

Lancaster University Management School, MSc
in Management

Corvinus University of Budapest, MSc in
Business Administration

Bl Norwegian School of Management, MSc in
Business and Economics

Politecnico di Milano School of Management,
MSc in Management Engineering

59

(Total number of MiM programs in the sample)

8%

4

7%

2%

0%

15%

10

17%
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Name of business school and MiM program

Competencies assessed in admission process

Behavioral
Flexibility

Cognitive
Complexity

Interperso
nal abilities

Logical
reasoning

Oral
communic
ation

Abilities

Quantitativ
e and
mathemati
cal ability

Reaction
to criticism

Stress
tolerance

Teamwork
Ability

Written
communic
ation

ESCP Europe, Master in Management

Cems, Masters in International Management

HEC Paris, MSc in Management

Universitat St.Gallen, Master in Strategy and
International Management

Grenoble Graduate School of Business, Master
in International Business

EM Lyon Business School, MSc in
Management

London School of Economics and Political
Science, MSc in Management and Strategy

Essec Business School, MSc in Management

Esade Business School, MSc in International
Management

Rotterdam School of Management, Erasmus
University, MSc in International Management

WHU - Otto Beisheim School of Management,
MSc in Management




Mannheim Business School, MSc in Business
Administration
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Edhec Business School, MSc in Management

Stockholm School of Economics, MSc in
Business and Economics

ESC Toulouse, MSc in Management

City University: Cass, MSc in Management

Audencia Nantes, Master in Management

IAG-Louvain School of Management, Master in
Business Engineering

Reims Management School, MSc in
Management

Copenhagen Business School, MSc in
Economics & Business Administration

Rouen Business School, MSc in Management

WU (Vienna University of Economics and
Business), MSc in International Management

Maastricht University, MSc International
Business

University of Strathclyde Business School, MSc
Business and Management

Universiteit Antwerpen Management School,
Master of Global Management

Imperial College Business School, MSc in
Management

Skema, MSc in Management

Aalto University School of Economics, MSc in
Economics and Business Administration

Euromed Management, MSc in Management




Kozminski University, Master in Management

Universita Bocconi, MSc in International
Management

Bem Bordeaux Management School, MSc in
Management

HEC Lausanne, MSc in Management

Vlerick Leuven Gent Management School,
Master in General Management

HHL-Leipzig GSM, MSc in Management

Aston Business School, MSc in International
Business

NHH, MSc in Economics & Business
Administration

University of Bath School of Management, MSc
in Management

University of Cologne, Faculty of Management,
MSc in Business Administration

ICN Business School, MSc in Management

Nottingham University Business School, MSc in
International Business

IAE Aix-en-Provence Graduate School of
Management, MSc in General Management

ESC Clermont, Master in Management

Warsaw School of Economics, Master in
International Business

Eada, International Master in Management

Aarhus School of Business, MSc in Economics
and Business Administration

ESC Tours-Poitiers (ESCEM), MSc in
Management
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Nyenrode Business Universiteit, MSc in
Management
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Bradford University School of Management,
MSc in Management

TiasNimbas Business School, Tilburg
University, MSc in International Business
Administration

Durham Business School, MA in Management

Faculdade de Economia of the Universidade
Nova de Lisboa, Master in Management

University of Economics, Prague, Master in
Business Economics and Management

Brunel University, MSc in Management

University College Dublin: Smurfit, MSc in
International Business / Management

Lancaster University Management School, MSc
in Management

Corvinus University of Budapest, MSc in
Business Administration

Bl Norwegian School of Management, MSc in
Business and Economics

Politecnico di Milano School of Management,
MSc in Management Engineering

59

(Total number of MiM programs in the sample)

10

17%

16

27%

33

56%

49

83%

41

69%

43

73%

2%

3%

24

41%

44

75%
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Name of business school and MiM program

Competencies assessed in admission process

Creativity
and
innovation

Determina
tion to
achieve

Enterprisi
ng
spirit/initia
tive

Hardiness

Personality traits

Integrity

Intellectua
| curiosity

Motivation
/drive

Openness
to
experienc
e

Responsi
bility/acco
untability

Self-
awarenes
S

ESCP Europe, Master in Management

Cems, Masters in International Management

HEC Paris, MSc in Management

Universitat St.Gallen, Master in Strategy and
International Management

Grenoble Graduate School of Business, Master
in International Business

EM Lyon Business School, MSc in Management

London School of Economics and Political
Science, MSc in Management and Strategy

Essec Business School, MSc in Management

Esade Business School, MSc in International
Management

Rotterdam School of Management, Erasmus
University, MSc in International Management

WHU - Otto Beisheim School of Management,
MSc in Management

Mannheim Business School, MSc in Business
Administration

Edhec Business School, MSc in Management




Stockholm School of Economics, MSc in
Business and Economics
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ESC Toulouse, MSc in Management

City University: Cass, MSc in Management

Audencia Nantes, Master in Management

IAG-Louvain School of Management, Master in
Business Engineering

Reims Management School, MSc in
Management

Copenhagen Business School, MSc in
Economics & Business Administration

Rouen Business School, MSc in Management

WU (Vienna University of Economics and
Business), MSc in International Management

Maastricht University, MSc International
Business

University of Strathclyde Business School, MSc
Business and Management

Universiteit Antwerpen Management School,
Master of Global Management

Imperial College Business School, MSc in
Management

Skema, MSc in Management

Aalto University School of Economics, MSc in
Economics and Business Administration

Euromed Management, MSc in Management

Kozminski University, Master in Management

Universita Bocconi, MSc in International
Management




Bem Bordeaux Management School, MSc in
Management
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HEC Lausanne, MSc in Management

Vlerick Leuven Gent Management School,
Master in General Management

HHL-Leipzig GSM, MSc in Management

Aston Business School, MSc in International
Business

NHH, MSc in Economics & Business
Administration

University of Bath School of Management, MSc
in Management

University of Cologne, Faculty of Management,
MSc in Business Administration

ICN Business School, MSc in Management

Nottingham University Business School, MSc in
International Business

IAE Aix-en-Provence Graduate School of
Management, MSc in General Management

ESC Clermont, Master in Management

Warsaw School of Economics, Master in
International Business

Eada, International Master in Management

Aarhus School of Business, MSc in Economics
and Business Administration

ESC Tours-Poitiers (ESCEM), MSc in
Management

Nyenrode Business Universiteit, MSc in
Management

Bradford University School of Management, MSc
in Management




TiasNimbas Business School, Tilburg University,
MSc in International Business Administration
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Durham Business School, MA in Management

Faculdade de Economia of the Universidade
Nova de Lisboa, Master in Management

University of Economics, Prague, Master in
Business Economics and Management

Brunel University, MSc in Management

University College Dublin: Smurfit, MSc in
International Business / Management

Lancaster University Management School, MSc
in Management

Corvinus University of Budapest, MSc in
Business Administration

Bl Norwegian School of Management, MSc in
Business and Economics

Politecnico di Milano School of Management,
MSc in Management Engineering

59

(Total number of MiM programs in the sample)

14

24%

41

69%

24

41%

0%

7%

4

7%

41

69%

3%

13

22%

25

42%
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13. ANNEX — ONLINE SURVEY

From: LEHMANN, Julian <julian.lehmann@hec.edu>
Date: Mon, May 23, 2011 at 1:11 AM

Subject: Research on global leadership

Dear Madam or Sir,

| am a final year double degree master studentEaT IRaris and Fundacdo Getulio Vargas
S&o Paulo. I am currently contributing to a redegreaper on EUROPEAN BUSINESS
SCHOOLS AND GLOBAL LEADERSHIP. This study is thedi of its kind to connect
research on global leadership development and dlee af the most prestigious business
schools like yours.

In your function as graduate admission officerrfaster students at your university, | would
like you to take part in an extremely short sureéynly 7 questions admission criteria for
Europe’s top master programs ranked in Financial€Bi (Master in Management). These

questions only take 5 minutes to answer and | wgraatly appreciate your input!

Please find the online survey here:
http://www.surveymonkey.com/s/8YGKB8V

Confidentiality:

We understand the confidentiality of your process®s commit ourselves to treating all data
with extreme confidentiality and for purely academesearch purposes only. Furthermore,
published data will only include average resultsl ahus, will not in any way reveal

information about your university.

Dates:
Answering the survey until the May 30, 2011 wouddHighly appreciated.
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For any questions, feel free to call (+55 (11) 81@28) or email (julian.lehmann@hec.edu)

me. | am looking forward to hearing from you, mahgnks for your time.

Best regards,

Julian Lehmann

HEC Paris & Fundacéo Getulio Vargas Sao Paulo
Av. Nove de Julho 2029

CEP 01313-902, Bela Vista, Sao Paulo, Brazil
Cell: +55 (11) 8167 1228

Flagship master admission process Exit this survey

* For the admission to your master program that is ranked by Financial Times, do you use a formalized
system with predefined categories in which applicants score points?

J Yes

JND

_ Partly (specify)

* Who is responsible for the final admission decision?

_ Program coordinator
J Admission office director
J Admission office team

Other (please specify)
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* Which of the following KNOWLEDGE-related items are EXPLICITLY measured during the scoring
process? Tick K/O additionally if there is a minimum requirement and candidates who do not fulfil it are
kicked out of the process.

Measured by Measured by Measured by Measured by

o hesk submitted personal  recommendation Mot measured KO
documentation interaction letter(s)

English language r r r ."" r“ G
Other foreign language r r r r I I
Management/Business

r r r = = =
(e.g. relevant degree or | | | [ | |
credits)
Cultural knowledge

. : r r r r F F

(e.g. international
experience)

r r r = = =

General knowledge

Other (please specify)

* Which of the following SKILLS are EXPLICITLY measured during the scoring process? Tick K/O
additionally if there is a minimum requirement and candidates who do not fulfil it are kicked out of the
process.

Measured by Measured by Measured by ~Measured by

- kesi submitted personal  recommendation Not measured K/O
documentation  interaction letter(s)
Managing conflicts r r r r r r
Cross-cultural - - - - - -
. . . | | | | | |
communication skills
Megotiation skills r r r r r r
MNetworking skills r r i r r r
P - r r r r r r
Organisational skills
r r r r r (=

Structuring skills i B N B B I

Other (please specify)
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* Which of the following ABILITIES are EXPLICITLY measured during the scoring process? Tick K/O
additionally if there is a minimum requirement and candidates who do not fulfil it are kicked out of the

process.

Interpersonal abilities
Teamwork ability

Oral communication

Written
communication
Process quantitative
information (e.g. in
GMAT)

Process verbal
information (e.g. in
GMAT)

Perceive complex
Issues

Recognize underlying
issues and
relationships
Behavioral flexibility/
adaptability

Reaction to criticism

Stress tolerance

Other (please specify)

Measured by
atest

r
r
r

r

r

Measured by Measured by  Measured by
recommendation Mot measured

submitted
documentation

r-
r
r-

r

.

r

personal
interaction

-
.
-

-

letter(s)
=
r
=

-

v

-

-
r
-

-

v

-

KO

-

-

-
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* Which of the following PERSONALITY TRAITS are EXPLICITLY measured during the scoring process?
Tick K/O additionally if candidates who do not show the respective criterion are kicked out of the
process.

Measured by Measured by Measured by ~Measured by

- submitted personal  recommendation KJO Mot measured
documentation  interaction letter(s)
Creativity and

—

r r r
| | |

o
=1

innovation
Determination to
achieve an objective
Enterprising
spirit/finitiative

I 1T I

Hardiness

Integrity

|

s mlellE
1717
1 EERE
1 EEE
lelelell B
1 EEEE

o |
|

Intellectual curiosity

Motivation/drive

~
-
q
mli
~
=

= |
o |
|

Openness

Responsibility

~
-
q
mli
~
=

= |
o |
|

Self-Awareness

Other (please specify)

Do you have any comments or remarks on your admission process refering to the questions above?

If you want, state the name of your university:
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Response Summary Total Started Survey: 16

Total Completed Survey: 16 {(100%)

PAGE: 2

1. For the admission to your master program that is ranked by Financial & Create Chart + Download
Times, do you use a formalized system with predefined categories in which applicants score
points?

Response Response

Percent Count
Yes | 50.0% 8
No ] 18.8% 3
Show Reaponses —_— 313% 5
answered question 16
skipped question ]
2. Who is responsible for the final admission decision? @ Create Chart ¥ Download
Response Response

Percent Count
Program coordinator ] 50.0% T
Admission office director | 25.0% 4
Admission office team | 25.0% 4
Other (please specify) 5

Show Responses

answered question 16

skipped question 0



3. Which of the following KNOWLEDGE-related items are EXPLICITLY measured during

kicked out of the process.

@ Create Chart ¥ Download
the scoring process? Tick K/O additionally if there is a minimum requirement and candidates who do not fulfil it are
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English language

Other foreign language

Management/Business (e.g.
relevant degree or credits)

Cultural knowledge (e.q.
international experience)

General knowledge

Measured
by a test

75.0%
(12)

12.5% (2)

12.5% (2)

0.0% (0)

18.8% (3)

Measured by
submitted
documentation

31.3% (5)

31.3% (5)

100.0% (16)

68.8% (11)

37.5% (6)

Measured
by

personal
interaction

25.0% (4)

12.5% (2)

25.0% (4)

43.8% (7)

12.5% (2)

Measured by
recommendation
letter(s)

0.0% (0)

0.0% (0)

6.3% (1)

6.3% (1)

0.0% (0)

Not
measured

0.0% (0)

56.3% (9)

0.0% (0)

6.3% (1)

43.8%(7)

KIiO

75.0%
12)

6.3%
1

43.8%
@)

0.0%
(©)

0.0%
(@

Other (please specify)
Show Responses

answered question

skipped question

Response
Count

16

16

16

16

16

16

4. Which of the following SKILLS are EXPLICITLY measured during the scoring process? (& Create Chart ¥ Download
Tick K/O additionally if there is a minimum requirement and candidates who do not fulfil it are Kicked out of the

process.

Managing conflicts

Cross-cultural communication
skills

Negotiation skills

HNetworking skills

Organisational skills

Structuring skills

Measured
by a test

6.3% (1)

0.0% (0)

0.0% (0)

0.0% (0)

6.3% (1)

43.8% (7)

Measured by
submitted
documentation

12.5% (2)

37.5% (6)

6.3% (1)

12.5% (2)

50.0% (8)

12.5% (2)

Measured
by

personal
interaction

75.0% (12)

68.8% (11)

6.3% (1)

6.3% (1)

43.8% (V)

43.8% (7)

Measured by
recommendation
letter{s)

0.0% (0)

0.0% (0)

0.0% (0)

0.0% (0)

0.0% (0)

0.0% (0)

Hot
measured

12.5% (2)

25.0% (4)

81.3% (13)

81.3% (13)

25.0% (4)

18.8% (3)

KIO

12.5%
2)

0.0%
(0)

6.3%
(1)

6.3%
n

6.3%
)

18.8%
(3)

Other (please specify)
Show Responses

answered question

skipped guestion

Response
Count

16

16

16

16

16

16



5. Which of the following ABILITIES are EXPLICITLY measured during the scoring
process? Tick K/IO additionally if there is a minimum requirement and candidates who do not fulfil it are kicked out

of the process.

@& Create Chart ¥ Download
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Interpersonal abilities

Teamwork ability

Oral communication

Written communication

Process quantitative information
(e.g. in GMAT)

Process verbal information (e.g.
in GMAT)

Perceive complex issues

Recognize underlying issues and
relationships

Behavioral flexibility/ adaptability

Reaction to criticism

Stress tolerance

Measured
by a test

0.0% (0)

6.3% (1)

12.5% (2)

18.8% (3)

75.0%
(12)

68.8%
(11}

12.5% (2)

6.3% (1)

0.0% (0)

0.0% (0)

0.0% (0)

Measured by
submitted
documentation

25.0% (4)

37.5% (6)

12.5% (2)

75.0% (12)

25.0% (4)

6.3% (1)

18.8% (3)

12.5% (2)

18.8% (3)

18.8% (3)

18.8% (3)

Measured
by

personal
interaction

75.0% (12)

56.3% (9)

81.3% (13)

6.3% (1)

0.0% (0)

6.3% (1)

56.3% (9)

18.8% (3)

56.3% (9)

31.3% (5)

62.5% (10)

Measured by
recommendation
letter{s)

12.5% (2)

18.8% (3)

6.3% (1)

0.0% (0)

0.0% (0)

6.3% (1)

0.0% (0)

0.0% (0)

0.0% (0)

0.0% (0)

0.0% (0)

Not

measured e
12.5% (2) 25-“(1“}
25.0% (4) 25'”(:“}

§.3% (1) 125&;‘;
5.3% (1) 5-3(:“}
0.0% (0) sag:&}
12.5% (2) 50'%;“}
25.0% (4) 53&:‘;

68.8% (11) 5-3(:“}
31.3% (5) 12'5(3*}
43.8% (T) 25'0(:‘;
5'3(:‘; 31.3% (5)

Other (please specify)

answered question

skipped question

Response
Count

16

16

16

16

16

16

16

16

16

16

16

16



6. Which of the following PERSONALITY TRAITS are EXPLICITLY measured during the
scoring process? Tick K/O additionally if candidates who do not show the respective criterion are kicked out of the

@ Create Chart W Download

process.
Measured
Measured by Measured by
Mea?urc;:d submitted by | recommendation KIO 1 ed Recspontse
Dyies documentation _persona letter(s) measur oun
interaction
Creativity and innovation 0.0% (0) 25.0% (4) 31.3% (5) 0.0% (0) 5'3(:‘; 43.8% (7) 16
Determination to achieve an 18.8%
objective 0.0% (0) 56.3% (9)  68.8%(11) £.3% (1) @) 12.5% (2) 16
. o 25.0%
Enterprising spiritinitiative 0.0% (0) 50.0% (8) 31.3% (5) 12.5% (2) @ 31.3% (5) 16
; 5.3%
Hardiness 0.0% (0) 18.8% (3) 12.5% (2) 6.3% (1) ) 62.5% (10) 16
) 0.0%
Integrity 0.0% (0) 18.8% (3) 43.8% (7) 6.3% (1) ) 37.5% (6) 16
Intellectual curiosity 0.0% (0) 12.5% (2) 37.5% (6) 6.3% (1) UU(?; 56.3% (9) 16
R : 25.0%
Motivation/drive 0.0% (0) 50.0% (8) 75.0% (12) 25.0% (4) @) 25.0% (4) 16
0.0%
Openness 0.0% (0) 18.8% (3)  68.8% (11) £.3% (1) ) 25.0% (4) 16
-~ 0.0%
Responsibility 0.0% (0) 25.0% (4) 12.5% (2) £.3% (1) ) 62.5% (10) 16
Self Awareness 0.0% (0) 18.8%(3)  56.3%(9) 0.0% (0) 5'3[:‘; 37.5% () 16
Other (please specify) 0
answered gquestion 16
skipped question i
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