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Abstract
The purposes of this study were to deve
Agl obal competence, 0 and to determine if t
knowledge, skills, attitudes, and experiences that human resoaragers of
transnational corporations and international educators at higher educational institutions

believe necessary for attaining global competence.

A Definition of fAGlIlobal Competenceo

A panel of 17 experts participated in a Delphi Technique, andchgkae] talefine
the term fAgl obal competence. 0 A majority o
international education or served as human resource mafiigetsrsfor transnational
corporations. The panel determined the definitiongé h a v m apen mand while
actively seeking to understand cultural norms and expectations of others, leveraging this
gained knowledge to interact, communicate
environment his definition demonstrated the inevitable link betwterught and deed.
I n todaydés driven society, |l earning must r
definition posedilsorecognizedhe importancegb o s i t i v e impliedithe needd an d

for atangiblepoint of measurement.



Knowledge, Skills, Attitles, and Experiences Necessary to Become Globally Competent

A survey was sent to 133 international educators at higher educational institutions
and 42 human resource directors representing transnational corporahierabjective
wasto determine if thergveresignificant differences between the knowledge, skills,
attitudes, and experiences that human resource managers of transnational corporations
and international educators at higher educational institutions believe necessary for
attaining global competee.

Because of the high level of concurrence between the international educators and
transnational corporation human resource managers, commonality of thought was much
more worthy of recognitiothanwerethe few areas of differenc€&his concurrence led
to the creation of a fiGl obal Competence Ch
determined to be central to becoming globally competent.

Thefindings of this studygontradictedhe foundation omostcurrent global
competence certificate programs, whiolsus primarily on semesténg (or shorter)
study abroad progranand the importance of learning a second langulagéso called
into question whether a bachelords degree

become globally competent.



CHAPTER |
Research Problem
Introduction
Americanrowned businesses such as McDonal dos
shops or GAP clothing stores can be found in most major cities worldwidaating
themarket in their particular product categories. Amerinpademovies are shown on a
far higher percentage of screens around the world than are local film productions.
American songs top charts around the world, and American television shows are very
popula, if frequently controversialyorldwide. What began in theich20" century with
Trans World Airlines and I nternational Bus
the AMcDonal di zationd (Ravzi & Lingard, 20
American culture and business ethos. To some authors, thétgrmo b al i zati ono 1
be synonymous with AAmericanization, 0 sugg
globalization effort (Coyne, 2003; Freidman, 2002). Purdy (2003) similarly argued that,
AAt the same time that wdamalicasssusmedttmtwemper i a
are the worldbés universal nationo (p. 43).
Whaler (1998) observed that it has been J€#rs since Americans had first
fiembarked on the roads of international presence, of seeking possessions and influence
overseas, on actively giferating their values, their ideals, their religion and on selling
their products representing all this to foreign people( | n t e rQarethe,Unitedd0 0 4 )
States maintain this level of global domination in th& &intury? While opinions vary
widely on this question, many authors have recently proclaimed the America century

ended at the millennium, or earlier.



Srinivasan is one of those declaring the American century has come to a close.
America, he noted (20043re pastnastes of selling dreams (Htywood, venture
capital, and the innovation engine), withaginge c onomy bui |l t on fiharn
amounts of resources and choreographing me
which he likened to an American football game and the strugglse scripted force to
defeatanenemypr i ni vasan suggested Amecrinflictedos decl
wounds, 0 based on -industiatdedia dogpleg andl its restedmi | i t ar
interest in periodicwax (p. 2). Hehardpwe®d habanhosuphopell
nation into a leadership role in the’2éntury.

Mead (2004) concurs in part with Sriniv
appeal have kept the United States at the top of the global order. But the hegemon cannot
ivvonguns and Holl ywood al oneodo ( pofsHap) . Mead
p owel@quivalenttdSr i ni vasanoéasndvairs taioa v gmowerd ent t
Srinivasanodés anal ogy of dreams and footbal
ofcapdbi | ity, that of fAsoft power, 0 which foc
politics i nher entAcomhinatiohd eftpowsrand stickppowep. 48) .
Mead contended, can Asustain U.S. hegemony
historically arbitrary as the U.Sed global system appear desirable, inevitable, and
permanento (p. 48).

While this uniting of powersnay preserve some aspects of American domination,
the United States faces threats to its domination that it may not be ablgrol. hdia
and Chinafor exampleare swiftly moving to usurpasts e g me nt s opfoduétmer i c a
market shareThe United States is also facing a decrease in its share of the world

4



populationl n 2000, Americans made uBy2@0,thd8% of t he
number is expected to fall to 4.4%, while Asians, for example, are expected to remain at
about 60 % of the worl dodés popul atiTwsn (Uni t
reduction in productivdmericanemployees in turn means more miostproduced by
fewer peopleyetanother challenge to maintaining market share.

Americais quickly finding itself standing alone in the global community as
fortifying relationships with Western European nations have begun to erode. The United
States, bymsubbing the United Nations Security Council in 2003, has frozen its
relationship with this world body. Recent aggression in Irag has cansetparrallelled
level of anttAmericanism(CNN, 2003)

Despite Coyn eviewthat Antercanibasimessidéssthe global
economyand that American culture is pervasive worldwide, there is a plethora of
domestic commentary, spanning decades of research and waitjugngthat while
American ingenuity and capability have led to worldwide economic and militar
dominancel).S. college graduates, on the whole, remain unprepared to join the global
workforce.

The feder al governmentos initial recogn
educate citizens who were globally aware came immediately followingdhiet
Uni onds October 4, 1957 | aunch of Sputnik,
as the impetus for spontaneous and dr amat i
prescribed bythe 858U. S. Congressds pass adgcatiomAct t he Na:
(1958). The Act acknowledged Americad6s nee
fields, including the training of scientists, the production of military might, and in

5



particular, Americanods underetainechtadi ng of i n

geography and foreign | anguage. The Defens

to say that Americads progress idimfacntheny f i e

very survival of our free countiymay depend in large part upthe education we

provide for our young people nowo (p. 1896
As evidence of Americabds inability to c

Act noted that only 15 percent of all college students were studying a foreign language at

the time. To rectify th concern regarding foreign language learning, the Education Act

provided for the establishment of foreign language learning centers at universities around

the country and the enhancement of the study of geography, history, and economics.

These language oters were designed to teach Americans the language of both our

nationds friends and foes. Underpinning th

language acquisition and geographic awareness comescatagsl understanding.

Fitzgerald (1979) anged that by reviewing American history books at the time the

Defense Act was passed, 0 éomreputwanathedway at her
T therestoftheworldbecame i mportant to the United St
128).

While Americamomentarilyst ands al one as the worl doés
hundreds omillions of federal dollars poured into schools by NeionalDefense
EducationAct to enhance studei@snderstanding of foreign languages, geography, and
international relationsdve not ledo high levels of student performance in these

subjects.



In 1988, the National Geographic Society, which periodically tests the knowledge
of schoolaged students from a variety of countries on the subject of world geography,
ranked American sdol children in the bottom third.hequestions asked in 1988 were
identical to those asked in 1957. The study contends the overall results in 1957 were no
better in 1988, and could be considered worse given other advancements in education.
Following the sudy, National Geographic Society President Gilbert Grosvenor declared,
AOur (American) adult population, especi al
at a time in our history when we face a critical economic need to understand foreign
consumersnar ket s, customs, foreign strengths ar

1988, p. 3).Maxwell (in BusinessHigher Education Forun2004), referring to the same

50 year span since the Defense Act was 1ini
educatonst abl i shment, stating, Athe U.S. highe
of preparing globally competent student, 0O
coll eges and universities Avery rarely act
compe enci es in terms of |l ingui8®.ic ability

RegrettablyGr o s v e n o r Gapplycodaynlmeoncursence with Grosvenor,
Oblinger, during a speech in 2001, noted that less than seven percent of American college
students mdebasic standards for global preparednasd only one percent of American
coll ege students study abroad. Oblinger de
American Council of Education (ACE) report (1988) that noted that in order to become
globally competent, one must have four or more international colbegesesand have an

unspecified ability to speak a foreign language.



Employers have been just as critical of the global readiness of American college
graduates. Merryf i el dellthat mamysnepoyesate ( 1995) de
discontenédwith American colleges and universities for not preparing graduates to
become part of the global workforddaxwell (in BusinessHigher Education Forum

2004) concurred, Aif you want( gl @b@ét) Riomedaet

(p. 30).

AGl obal Competenceo: Critical to Transnat:.
Long gone are the days when employee searches were geographically limited.

Increasing numbers ofh®loyers now seek the best qualified candidate by conducting a

gl obal search, regardless of distance, and

launch heightened awareness among Americans of the need to increase military might,

and to learn foreign languages, it did not fully accomplish the task of, or in fagh des

curriculum for, educating globaeady graduatesapable otompeing for job

opportunitiesand demands of the global econorfifiis need for the education of

globally-competent graduates is further supported by a survey condn@&ed2 bythe

globd relocation management firm Cendant Mobility. Cendant Mobility gauged trends in

the worldwide workforce by surveying 180 human resources managers on six continents

who collectively200,000people The survey revealed that global compegaacritical

to the success of crog®rder workers. Although not providing a definition for the term

Aglobally competent, 06 Cendant Mobieli tyds s

training is a criticatcompetence f an empl oyeeds prof dawesi onal



number ofglobal awarenedsusiness and acadengmgrams will likely increase in the

nearterm.

Defining Global Competeleand its Attributes

A small number of American educators and researchers have taken up the call to
combat this lack of Americamderstanding of international relations and global
workforce development by calling for the establishment of a higher education curriculum
that certifies students as globally competent, globally proficient, or as a global citizen
(Brustein, 2003; Lambert,996; & Nussbaum, 2003). However, no consensus definition
of fAgl obalodl yorc otnhpee tfsandatiorabdconpetenesiglabal
citizend), exists. Despite the lack of a specific definition, global competeas become
a buzzword within thexecutive recruiter industry (Cendant Mobility, 2003), and global
proficiency and global citizen certificates have become the centerpiece of several recent
university curriculum initiatives, including those of Boston College and the University of
Pittsburdn. The University of Pittsburgh uses a staff created definition of global
competeneas the foundation for its Global Studies Program. According to William
Brustein, Director of the University Center for International Studies at the University of
Pittsburdn, global competermd s d e f therabildy toac@ammiinicate effectively
across cultural and linguistic boundaries and to focus on issues that transcend cultures
and continentso (Brust ei Thedifledsiols,confilriting o n a |
to glabal competereas:

1) the ability to work effectively in different international settings,



2) an awareness of the major currents of global change and the issues arising from
such changes,

3) knowledge of global organizations and business activities,

4) the capacity for effective communication across cultural and linguistic
boundaries, and

5) a personal adaptability to diverse cultures (Brustein, 2003).

The University of Pitt s beoceapdordlisgtadef i ni t i
Brustein [([R20O@8Yyisedonard not bad&essbdumon any
(2002), Assistant Dean for International Student Services at Boston College, and creator
of its AGI obal Proficiencyo program, noted
trends and studentterest and not on any educational research (A. Nussbaum, personal
communication, March, 2002).

While practitioners have derived global compe#gmioficiency programs
without a foundation fosound research, several American scholars and one European
firm have published works on the topic. Lambert (1996), known in higher education for
his extensive writing on the topic of global competembentified a globally competent
person as one who has knowledge of current affairs, empathizes with others, maintains
positive attitude, has an unspecified level of foreign language compgetertcvalues
difference amongst people and cultures.

Thetransnational management firm, the Swiss Consulting Group, in its Global
CompetencyReport 2002identified essential glad skills: intercultural facility, effective
two-way communication, diverse leadership, systematic best practice sharing, and a truly
global strategy design process. The Swiss Consulting Group also viewed global

1C



competencas a business tactic, creatingagaportunity for globally competent managers
to Aparachute Iinto any country and get the
(pp. 45).
Olson and Kroeger (2001) surveyed staff and faculty at New Jersey City
University to assess the relationshipvietn international experience, global
competencies, and intercultural sensitivity. The results drew the researchers to define a
globally competent person as fAone who has
understanding, and intercultural communicatskills to interaceffectivelyin our
globally interdependent worldo (p. 116).
Curran (2002) considered global competiocmean a developed appreciation of
other cultures and the ability to interact with people from foreign lands. Curran suggested
thatglobal competereis the ability to become familiar with an environment, not causing
a rift while experiencing something new, and reflection upon the experience at its
completion. Still other researchers and practitioners have suggested that skills such a
cultural awareness, willingness to communicate, ability to develop social relationships,
and ability toresolve conflicts are the core of global competence The term fApr o
competenced i s occasi on acorpgtenogEngld, as a syno
Mendenhall, Powers & Stedman, 2001). In a business context, managers often cite skills
such as empathy, adaptability, diplomacy, language ability, positive attitude, emotional
stability and maturity as kesharacteristicsdi pr o c e s s pcotessipmals e nt 0
NAFSA: Association of International Educators (2004), lists enhancing global

competencas one of iits associationds prioritie

11



competent by studying abroad. However, NAFSA does not define the term global

competence

Global Competencé Meeting the Needs of a Global Workforce

The proceedings from the American Community Colleges Conference, 1996,
suggested that, nAGI obal education is now r
meaningful, futuristic, and applicable educat We can provide our learners with
nothing more valuable than quality, compre
entity, the ACE called for the establishment of a partnership between those in higher
education, business, and governmenttoertsiteat A mer i can gr aduates
aware and competent citizenry, o0 efw998, p.
enhance Americads |l eadership roleo (p. V)
Americansdoncha ppr eci at e t h e upoatheiglobaldnarketaegpann d e ncy
the willingness of other countries to unde
debt,facts that militate foa comprehensive international education curriculum model
nationwide. NAFSA: Association of Internationallicators, an association with
membership including many community colleges and mostyear colleges and
universities in the United States and many
through international education that the United States véjpgme the next generation to
| ead the world, and its citizens to functi
1).

Broad(1998) observed that mével managers, chief executive officers, and
human resource professionals consistently stateribett for college graduates who are

12



Aknowl edgeabl e about the gl obal |befaglée r onmen
in the cultural diversity it entailso (p.
businesses and institutions of higherrtaag to certify that college graduates have the
skills necessary to thrive in a global workforce. Bikson, Treverton, Moini, and Lindstrom
(2003) contend the need for a globally competent workforce spans all organifadions
strive to do businedgs an nternationaknvironment

Ultimately, the responsibility falls on higher education institutions to do more
than offer a series of internationafiycused courses or send students abroad to have
them become globally competent. Students must be globatigtéteand possess a high
degree of international understanding and intercultural competence before bett@ming

more notedglobally competent (Green, 2000).

The Study
Littter esearch exists with the purpese of d
or ofidentifying the knowledge, skills, attitudesnd experiencasecessary to become
globally competent. There is no consensus, either, among either those defining the term
or identifying the knowledge, skills, attitudesd experiencasecessary to become
globally competent. Cummings (2001), referring to the dearth of research on the topic,
suggested that because international education is not the primary focus for most scholars,

research oglobal competerei s s 0 me wh a tcunulptive;, andltendsg be n o n

carried out by national organi zations as p
report Alnternationalization of the U.S. H
Al nternational education at U.n®ntedcol | eges

13



p h enome npm4).Additianally) crrent global competeercertificate programs
offered by several American universities were created as the product of staff consensus as
opposed to an evolutionary process based on grounded research.

The purmse of this study is twinld. First,it will establish a definition of the
termA gl o b al e®dhms peirtitiennmvdl embody the views of human resource
professional fromransnational corporatisnwho holdmembershipvith the National
Foreign Trade Gmmissionandthoseinternational educators at universities that-self
nominated foinclusioni n t he AProfiles of Sudcess at C
|l nternational i zing the Campus 20030 NAFSA:
publication. In doingso, this study will seek the participatiohexperts from a number of
countries other than the U.S., in contrast to previous commentators.

Secondly, once a consensus on tethei gflefin
derived, a survey will be conductemldetermine the knowledge, skills, attitudasd
experiencesecessary to become globally compet@he ultimate purpose of the study
is to enable higher education officials to create a curriculum designed to thsgure

college graduates are globatlgmpetent.

Research Questions

This studywill answer theollowing research questions:

1. What is the definiti?2oon of the term figlo
2. Are there significant differences betweenkhewledge skills, attitudes and

experienceshat humamesource managers of transnational corporations and international
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educators at higher educational institutions believe necessary for attaining global

competene?

Definition of Terms
The following definitions are provided to clarify terminology that wél lsed in

this study.

Human resource manager for a transnational corporatigrerson employed on a

professional, fultime basis as a human resource manager for a transnational corporation.

International educators at higher educational instituttbose officials employed at

universities serving in the capacity as director of international education, assistant

director of international education, or their equivalent.

Limitations

This study is limited by a number of factors. The primary limitatichasonly
English-speakingorofessionals will be surveyed@herefore, many valuable nd&mnglish
speaker perspectives will be excluded from study. Time, cost and tecicablog
limitations simply do not allow fothis surveyto be translated into multipledguages
and then back to English for the purpose of coding and analyssauthor is acutely
aware of the irony of this limitation.

Critical to the generalization of the results of the Delphi Technique is the

responsiveness of each Delphi panelist ttnedd¢he three rounds of questioning.

Attritionornonc o mp |l i ance wi | | l i mit the researcher

15



definition of the adelrtm ifig!| @®@dbtaiheedpeednett eantc p e
more than 30 minutes completing each rouhthe Delphi Technique.

The survey return rate could |Iimit the
that may negatively influence return rate include difficulty understanding the survey, the
amount of time required to complete the survey, and datitin of terms used in the
survey. A pilot study will be conducted to ensure that respondents understand the
expectations, the terms used in the survey, and the potential uses for the data collected.

Current world events, such as the U.S. war in Iragfleer international upheaval,
may skew respondentsodo answers to the surve
concentrated on a geographic area or event, and this may potentially limit the scope of the
study to a specific time period based on respordenediateframe of reference.

The definition of the term fAgl obal comp
interlocked nations in Europe and Africa, and to respondemtgiarially affluentas
opposed tgoorcountries may be quite differefespite thalesirability of achieving
universally recognized definition of the term and ¢hpacitiesrecessary to become
globally competent, the results may be somewhat limited to a western cultural orientation
due to the use of English as the meansooimunication. Though extensive efforts will
be made to include neWestern perspectives, the resalbsild be skewed toward a
Western perspective.

Responses to the computerized survey, particularly from those livpapm
nations, are limited due tbe availability of computers and Internet access.

Knight, speaking in humble terms about her proposal of an updated definition of
the term Ainternationalization in 2003, n o
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appropriate) that there will likely never bdarue and universal definition, it is important
to have a common understanding of terms so that when we discuss and analyze a

phenomenon we understand one another and also refer to the same phenomenon when

advocating for increased attention and suppotfm pol i cy makers and a

(p. 9). It is the researcherdés aspiration

competenceo serves a similar purpose.
Delimiters

In order to participate, respondents must have access to a computertevitietin

capability.
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CHAPTER II
Overview
This chapter presents a comprehensive review of the literature relating to: (1) the
impact of globalization on higher education; (2) peeceived inadequagproduction of
university graduates preparedetater the global workforce; (3) the pressing need for a
globally competent workforce; (4) the impact of September 11 on global education
awarenessand(5) and the evolution of the concept of globampetenceFurther, this
chapter considers manifestatgof the search for a working definition of the concept,
and the knowledge, skills, attitudasd experienceasecessary to become globally
competent. Much of the |iterature regardin
competence 0 and | i s tskils,atfitudesano expesiahgeequired, are
generated by American scholarsooganizationsvith American membership. Several
American colleges and universities have used these definitions and purported skill sets as
the basis for creating niche cuuila and certificate programs. An extensive review of the
currently offered globatompetenc@rograms, and their respective curricula, will be
presentedBecause littleactual research has been conducted specifically on the topic
i g | @dmadtence 6 oeough fieview of each study will be conducteiting the
strengths and weaknesses of each.
Next, the review wil/l consider higher e
competent graduates. A related body of literature will be reviewed to consider ttieerole
business community should play in the development of globally competent employees.

Literature related to the role of governments, also considered key players in the
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development and potential funding for globampetencenitiatives, will be explored,
particularly as it relates to policy development.

While the knowledge, skills, attitudesnd experiencasecessary to become
globally competent are of primary concern for the study, as a comparison, a review of the
knowledge, skills, attitudesind expeencesassociated with nearly synonymous terms

will also be noted in the literature review.

The Impact of Globalization on Higher Education

Rapid advances in telecommunications and information technology have broken
down most geographic barriers, allogifor nearly instantaneous, routite-clock
connectivity among those with the necessary infrastructure. These developments have led
to the expansion of business and economic connectivity, allowing for businesses in
remote areas, for example, to sell thwducts on the global market. This expansion of
interconnectivity is often considered an a
(1992) defined globalization as fAnéa concep
and the intensification of consous ness of the worl d as a who
origination of the term to the late twentieth centidiiyjedman (2000);onsidered
globalization as the system that replaced the Cold War struggles, evolving via the
democratization of finance, teablogy and information that emerged in the late 1980s.
Paralleling Friedman, Charnitski (2002) gave the analogy that in economies that have
globalized, Athere are no enemies, only <co

speedo (p. 42).

19



While globalizatim has had a significant impact on the worldwide business
community, a similar alteration of procedures and strategies has taken place in higher
education institutions. Slaughter and Leslie (1997) asserted that globalization of the
economy forever alterechiversity norms developed over nearly a century. Currie and
Newsome (1998) suggested the global economy has an increasing influence on the

governing of universities, including their curricula and their market presence.

Dale (2000) positdiere are two typeof globaization within higher education
AThe Common World Educational Culture, o0 cr
Stanford University, is generally considered the mainstreamaiewd DfiaGleodbsa | | y
Structured Agenda destedth&pimaryaliffeéreace bebveeDdthé e s u g
two philosophies is that fAThe Common Worl d
of national boundaries; whereas Daleds pos

to be transnational, without border ltaions.

The wave of globalization has recently led to the standardization of an entire
continentdés educational system. After year
are committing testandardizatiotased upothe American modethusallowing for a
more Auniform, transparent, and flexible t
gualificationsd (European Uni on, 2001). Th
to the adoption of a document which outlined the need for global educatithe
Europewide Global Education Congress held in the Netherlands in 2002, the
representatives issued the AMaastricht GI o
term Agl obal educationo as fAeducatitesn t hat
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of the world, and awakens them to bring about a world of greater justice, equity and
human rights f or alwhsadodtep by 2@0)delegates fnomm&re c | ar a
than 50 nationdt assert4 hat access to gl obay eaerddicatriogh
the realization of which will requireooperation between parliamentarians, governments,

local and regional authorities, as well as civil societies, groups which the Declaration

referred to as Athe quadrilogueo (p. 2).

Criticism of GlobalPreparedness Education in the United States

Despite the European desire to mimic the American educational system,
American educators have done little to follow suit and standardize global education
within U.S.bordersFormal dobal educatioprogramseman ascace market
commodity, available only to those whtiend forwarethinking universities that offer
such educational opportunities.

There is a plethora of commentary, spanning decades of research and writing,
regarding the purported Americanuniversi gr aduat eb6s | ack of gl o
skills, known as the figlobal ready graduat
her significant concern that over the last two decades, American schools were not
sufficiently preparing their graduates to bewopart of the global workforc®eardorff
(2004) concurred, suggesting few American universities enable the maturation of
interculturally competent students as an output of internationalization initidtives.
parallel conjecture, Oblinger, at a preseantatn 2002, cited a report issued by the
American Council on Education (ACE) (1988), concluding that less than seven percent of
all higher education students achieved the basic standards of global preparedness, which
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the ACE report decbursesH idterrmtonafistudias and a certamo r
number of years of foreign |l anguageo (p. 7
statingfew American college graduates are competent to function in different cultures,

speak another language, @vie any significant understanding of the world beyond U.S.

borders.

Lacy (as cited in Gliozzi, 2002) candidly assessed the American educational
systembébs inability to produce gl obal workf
ADespiteét he nuatesdo bé goballyucantpetentgor able to function in a
multicultural and shrinking world, the level of international learning in U.S. colleges and
universities remggilf)eSdtdiont (rl1®i9Mg | v hlacwda L a
stating that Americanollege students demonstrate a low level of both knowletigad
interest in international affairs or global issues. Beyond a general understanding of
hi story, geography and economics, Gliozzo
most elementaryriowledge and skills necessary to function effectively in multilingual

and multicul(.a®mal situations?o

The Need for Globallizompetent Citizens
ACE (1998) stressedthat i Amer i cabés future depends u
a citizen base that is@dally competent ...The United States needs many more people
who understand how other peoples think, how other cultures work, and how other
societies are | ikely (poai)Asd ® ppreshadow tlee evemtse r i ¢ a
of September 11,2006,h e ACE report stated, AAmer i can
security depend on access to scholars with advanced training in the languages and
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cultures of the world. When crises erupt, it is too late to create the expertise that could

have forestalled orbettertanaged t hemodo ( p. 5) . Il n prepar
occurrences, the report called for new partnerships among higher education, business, and
governments at the federal, state and local level to ensure a globally aware and competent
citizenry. Two years later, ACE News (2000) declared that while the majority of higher
education officials believe that mastery of international concepts and skills is an

important component of an effective college education, and that internationalization as an
institutional concept was worthy of campusde integration, most graduates were still
ill-prepared to face the global marketplace of employment and ideas.

Suggesting that relatively few undergraduates gain international or intercultural
competence incollegd CE asserted in 2000 that, ABroad
is lacking; postsecondary graduates are poorly informed about other countries, people,
and event s; (pa3n doconfbdt these inadesjuades ACE and 33 other
Americanbasecdhighereducation groups proposed in 2002 that the federal government
adopt a national agenda on global competencst at i ng, A The gl obal t
last decade have created an unparalleled need in the United States for expanded
international kowledge and skills. Over the last several decades, however, expanding
needs, rising costs, and declining investments in international and fteilamgumage
training have led the United States to a dangerous shortfall of individuals with global
c 0 mp e t(m 23y Th@dfederal government never adopted the agéhdakE 0 s
commission on international education and all of its board merg&rserican,
presenting a very limited perspective on a topic with worldwide interest and
functionality.
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The report of The Cdigion for the Advancement of International Studies, entitled

ASpanning the Gap: Toward a Better Busines

=]

l nternati onal Competenceo (1989) stated,
manage production and markets. Tapart claimed that eightgix percent of

corporations responding stated they will need managers and employees with greater
international knowl edge in the decade ahea
and L awo spropided & ratibnaleé fehg internationalization of American

acalemic institutions, stating that a case can be made based on rapidly expanding markets

for information resources managers worldwide. As new markets are opening up, Dosa
reported, there is a parallel increase in thedrfer skilled information data handling and

by globally competent employees. Orkin Ligos, 2000) principal at Global Training

Systems, a global managemennsulting firm in New Jersegpncurred with Dosa,
suggesting At he dentarnadt tfeorrs eéx piesr i seonacreidn gg | aos
expand iabrypyadé&ve got global skills, youdre

Orkin, however, did not define the term fg

September 11, 20016s I mpact on GIl obal
Until Segember 11, 200ImostAmericans considered themselves untouchable,
distanced from the evils of war and terrorism. As the only remaining superpower, the
United States exerted its dominance almost at will. With English accepted nearly
worldwide as the lingutanca, especially for commerce, and CNN and other major
American media outlets proclaiming American ideals worldwide, around the clock, the
equation of dominance with security seemed justified.
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This presumption ofnvulnerability was destroyedas Americas watched with
disbelief when the first plane, then the second, slammed into the World Trade Center
towers. For months afterward, the nation went into a state of shock, unable to rationalize
the reasorfor it all. Americahad become a target. Fear fuersonal security was great
that Congress sharply reduced or constrained civil liberties when it passedely
unread’ the Patriot Act urged upon by President George Bush.

This American population, absorbed by the events on television for days after
Septenber 11, is the same population that wat
newscasts regularly depict acts of terrorism in Israel, Northern Ireland, and Spain, never
expecting to watch it happen in their own backyards. While Americans of all ages were
emotionally impacted, Cummings (2001) centered specific criticism on American college
students6é, noting that despite access to h
left them unprepared to deal intellectually with the horrific events of Septebih 2001.

Several scholars suggested the aggression on September 11 caused a national
mindset alteration similar to that intended after the launch of Sputnik in 1958. J. David
Edwards, Executive Director of the Joint National Committee for Languageggdsy
Hebel, 2002ykuggestedhat the attack could lead to improve national security through the
creation of academic programs designed to increase international understanding, and
remar ked, Athis woul d be anBeethhR@rectoropthet ni k 0
National Foreign Language Center at the University of Maryland at College Park (as
cited in Hebel, 2002a 1 so envi si oned a paradigm shift,
world didnot change at al | . Ou 6). Bkksod er st ar
Treverton, Moini and Lindstrom (2003) envisioned a turning point in the educational
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Ssystem, suggesting that AThe events of Se
developing a broader and deeper understanding of the differing perspectpesptd

from other countries and other culturasd of learning to work effectively with people

who differ in | anguage, cust oms, and i n s
Bi kson, et al ds study c o-nomgetetivoréiforde vasthott he n
for governments alone, suggesting that corporations, nongovernmental institutions and
intergovernmental organizations have had the need to hire globally competent employees.
Whil e unstated in Bi kson, learing edarfy snussplay d vy , i
an essential role in preparing such agile, cosmopolitan workers.

Employers are not the only group focusing on the need to acquire global
education skills. American college students have begun to demand more globally focused
coures (Germann 2002). Germann posited that after Septembethdre was an
immediate longing for international knowledge among American college students as
interest in courses emphasizing international education increased after September 11.

Despite BrechtGer mann and Edwardso opti mi sm,

I nternati onal Educators (2003) Alnternatio
a result of the fallout from 9/11. Before that date, a strong national consensus on the
value of internationaéducation and exchange for the United States had existed for more
than 50 ydAFSAO¢$pcong¢l usions are | ikely be
availability of student visas, which allow foreign students to study in United States.
NAFSA viewed ths move by the American federal government to be a policy shift

toward isolationism under the guise of national security.
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Sputnik Revisited

Just as it took a Russian spacecraft | a
international e dhastaaghteod Septeamiver 11h26801 todld edome t
partially responsible for the resurgence of the concept of educating for global corapetenc
as a requirement within Americads educatio
workplace and reliance on worldide economic partners to ensure future growth are
likely to share the responsibility for the declaration of the need for globally competent

graduates.

Defining AGlebal Competenc

An international education initiative, known as globampetencewas frst noted
in 1988 in a report published by the Council on International Education Exchange. The
publication, known in international educat
concept of global competegacalled upon American universities to send stislen
exchange programs to universities abroad where Americans are not the majority
population and where English is not the dominant language. The report also suggested
that students go abroad for three months or more, particularly to countries not yjormall
traveled to by Americans. Lambert (1996), considered by many as the father of the global
competencanitiative, identified a globally competent person as one who has knowledge
(of currentevent$, can empathize with others, demonstrates approval (mardai
positive attitude)has an unspecified level of foreign language competand task
performance (ability to understand the value in something fordigspite his joke that
a globally competent person must ingal t he pe
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guestions relating to anywhere outside the
depth of knowledge on a particular corner of the globe producing a more generalized skill

(sic) cause someone to be globally competent, or is such a knowledgenote r al i zab | e
(p. 15).

Since the 1988 launch of the initiative, a variety of American and European
educational scholars and committees have a
competened0 and postul ates r egar djattitgdegafide r equi r
experiencesecessary to become globally compet&mtiss Consulting Groua
transnational management consulting firm with more than 20 years of expeireitse)
GlobalCompetenc®eporti 2002,defined globatompetenca s fit htegofanap ac i
individual or a team to parachute into any country and get the job done while respecting
cul tur al pat hwayso (p. 4). The Report took
competences required skill set aswajii ntercul tur :
communication; (sic) diverse leadership; systematic-pesttice sharing; and a truly
gl obal strategy-6fesign processo (pp. 5

The Stanley Foundation, which supports research pertaining to global education,
considers globatompetencé o i n c | uetiationfobcamplexityp conflict
management, the inevitability of change, andititerconnectedness between and among
humans and their environment. Globally competent citizens know they have an impact on
the world and that the world influences them. Thegognize their ability and

responsibility to make choices that affect

In a related study, tweniyiree community college officials and representatives of

government agencies met at a conference convened in 1996 by tley Sanhdation
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and the American Council on International Intercultural Education (ACIIE). The
conference, titled AEducating for the Gl ob
Coll eges, 0 sought to define the tmwmlrm figlob
days of debate using a process similar to a Delphi Technique, the participants determined
that a globally competent | earner i s one w
interconnectedness of peoples and systems, to have a general knowledge of history and
world events, to accept and cope with the existence of different cultural values and
attitudes and, indeed, to celebrate the ri
Recommendations regarding institutional requirements included references to global
edwcation in the missiostatementrevising accreditation criteria to acknowledge the

importance of globatompetencedevelopment of a comprehensive glot@npetence

education program on campus, and providing support for such educational initiatives.

While this panel comprised numerous perspectives from community colleges
across America, it is questionable whether the group could possibly have brought a wide
enough perspective acompetencedde fAille ptohenttse romh fv
were from Anerican sources, significantly limiting the generalizability of the definition.
Further, he studymisrepresents the balance among participating se€&tioss. the
studydés summary noted that those taking pa
Staks governmergmployeeshowever, in fact only two of the 23 participants were
government affiliates (The Stanley Foundation and ACIIE, 1996). Secondly, the study
noted that theeason fogathering the group was to build on the foundation established
bya23me mber commi ttee that publ iokahed a 1994

Community: ThbeeN&®©®6Stepoot referred to th
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community college educators and representatives of government, industry, and
nongovernmental organizac onso (p. 2). However, the 199:¢
international educators and federal government officials as participants.

Crosscultural awareness and interactem@also a key aspesbf becoming
globally competentaccording taCurran(2002).Curransuggested that global
competeneis the ability to become familiar with an environméigoing with the flowo
and reflection upon completion of a particular activity within a new culture. Curran stated
thatfamiliarity with a new environment mea¢éing awar e of oneds own ¢
characteristics, strengths and weaknesses, cultural biases and norms, motivations and
concerng all of which are considered essentials that can facilitate intercultural
interaction and provi dé&oismgirwietsh off he ofnlt & w,u«
stated, meargatience, tolerance for ambiguity, and acceptance for not knowing all the
details of a situation at any given time. Taking a moment to reflect on a new culture,
Curran suggested, fc o nteetculttreian gscownmient,df ul | 'y c
without judgmental comparison to what one

concept implied gaining new ideas from sources one might otherwise neglect.

Wilson and Daltor{1997) took a tangential perspectveCurran 6 s wor k. The
concluded that perceptual knowledge (cpgindedness, resistance to stereotyping,
complexity of thinking, and perspective consciousness) and substantive knowledge (of
cultures, languages, world issues, global dynamics, and human choice#tegral
components when striving for glob@mpetence

Although not formally attempting to define glolmmpetenceWilliam D. Kirby,

Dean of the Faculty of Arts and Sciences a
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responsibility to educate its studetdse knowledgeable and responsible as they go out
into the worldi to know languages, to know the culture, the economics and policies of

the countries they will visit, to interact in a knowledgeable way (Rimer, 2004).

Research on Global Competenc

Seveal researchers, committees and corporations have considered the list of
knowledge, skills, attitudesind experiencasecessary to become globally competent.
Just as was demonstrated by theetsto f def i ni ti ons of & e term

no consenss exists regarding the knowledge, skills, attitudes, experiencegijther.

Employing a largescale approacto defining the concept, Germa2002) held
discussion groups with 200 faculty members at Metropolitan State College of Denver.
Germann askedhé groupmemberdo consider what measures they could take to have
students and faculty become internationally and globally literate/competent.

Responses were received in three categories: curriculum, new roles for faculty,
and enrollment management. Undlge Curriculum category, faculty suggested the
College create more interdisciplinary courses focusing on global and international issues,
andintegratingthe diversity of cultures into all curricula. Faculty members suggested that
ascert ai nsunderstandiagofiteclenaldgy throughout a variety of courses,
woul d al so be cr iamguedhatlthe facGlly makaprsimodldalse t u d y
become more diverse by means of recruiting mac&l and ethnic minority group
memberspossibly through @rtnerships with other institutions. Additionally, faculty
awards systems would be changed to place more value on educating students to achieve

international and technologicabmpetenceWhile the study did not address the need to
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diversify the student gulation, the Enrollment Management category suggested the
creation of additional cfine courses be offered to expand geographic territory, and
noted new university partnerships need to be created.

The Stanley Foundation and ACIIE (1996) study identifed stages in the
developmenof a globallycompetent learnsrapplicable tall levels of education. The
first stage involved an awareness of oneos
seeking to understand values and attitudes from a variéiffefent perspectives. The
second stage included the enhancement of intercultural experiences and advocated the
learner have direct experiences with people from other cultures. The third stage required
the learner to gain a heightened awareness of higtaryvorld events, particularly as
they relate to politics, economy and geography. Finally, in order to achieve the fourth
stage, the learner must develop a keen understanding of a geographic area and become
fluent in the regional language and culture haligh not considered at the time of its
development, it appears that the Stanley Foundation and ACIIE research could have
served as the model for Boston Universityo
nearly identical pattern of progressive learnsmgmployed in the Boston College
curricula.

Comparing The Stanley Foundation and ACIIE stages with an evolutionary
transnational business model designed to d
domestic to transnational, The Stanley Foundation/ACItieehdoes not appear to
evolve beyond the Amultinational 0 category
Stanley Foundation/ACIIE stages posited the need for openness, intercultural skills,
general knowledge, and expertise in a second language (alth@egmis as if any
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second | anguage is sufficient), it failed
level in which transnational managers need culturally specific knowladgetation
skills, and a worldwide perspective. The Stanley Foundatioi@nkE research stopped
at the geographically specific level, allowing for one to be a regional specialist, but not
develop a wider, more global understanding.

In addition to creating criteria for business evolution from domestic to
transnational, Adler ahBartholomew (1992) conducted a survey of 50 firms
headquartered in the United States and Canada, from a wide variety of industries. The
survey sought to understand the interrelat
strategy and its human resourcesyste. The studyodés overall con
a shortfall of globally competent managers. Adler and Bartholocoswluded

transnational/globally competent managers should possess these skills:
(a) global perspective
(b) local responsiveness
(c) syynergistic learning
(d) transition and adaptation
(e) crosscultural interaction
(f) collaboration
(g) foreign experience (p. 54).

Adler and Bartholomew noted that American executives surveyed declared the

transnational b us i noebsasl et nhvi thakemplmeeesetadsdl a c k e d
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to Astop thinking that the world begins an
Adl er and Barthol omewbés results, it is 1 mp
more global perspectiv@he Adler & Bartholomew survefails to describe its

methodology, similar to that noted by Germann (2002). There is also no mention of how

the participants were chosen,vanethera quantitative or qualitative approach was used.

Satterlee (1999) expanded on Adler&d r t hol omewod sigosaur vey by
country, Mexico, and by changing methodology, in search of a list of skills and attitudes
that will develop globally competent managers. Satterlee conducted adhrekDelphi
guestionnaire with a panel of business etgoom Canada, Mexico and the United
States. He determined an expert to be one who had eight years management experience,
including some time spent managing outside
bachel ords degree. Bisesatedo the Delphigquestidnnapege r c e n t
Satterlee concluded that the skills and attitudes necessary for success in an international
business arena included: decision making skills, the ability to be a team builder, the
ability to work with people, a strategvision, a global view, ethics, information and
communication skills, and intercultural effectiveness (p. 17). Based on the Delphi
guestionnaire and a secondary questionnaire sent to universities abroad, Satterlee
suggested that universities are respdaditr educating their students so as to ensure the
development of these competencids.advocated thainiversities must create
international partnerships with other universities, businesses, and industries. While
Satterl|l eeds st udynsive &ateenént regarding the skills amal atfitudes h e
necessary to become a globally competent business manager, his results are generalizable

only to Western business professionals due to the participant selection criteria. To
34



establish results generalizalidean internationabudience, it is necessary to include
participants from around the world, &8l be employed in this dissertation.

In a study involving many more countries and participants, Cendant Mobility
(2002) gauged trends in the worldwide workf® by surveying transnational human
resources managers on six continents who manage a globally mobile population of more
than 200,000 employees. Responses were received from 187 individual human resource
practitioners, of which 67 percent were basedenthAmer i cas. Whil e t he
intention was to determine perceived reasons behind the shift frortdlongexpatriation
to shortterm assignments, a tangential outcome related to global competasc
realized. The survey revealed that crbesder transrs often occur because the
company seeks to devel ope &hestayrcpriteadecktlrad s gl o
thesecrosb or der transfer s i noommeedyhaghtenemghpl oy e e
crosscultural awareness and cresgditural communication skl | s. Cendant Mobi
survey concluded that globedmpetencéraining is a critical component of an
empl oyeebs professional devel opment, and i
programs would increase inthenédae r m. Cendant iddaoded,| i t yds c ol
ADevel op me competericand falenbigd top priority for human resource
practitioners going forward; in fact, it is much more important than cost control, which is
a priority at presento (p. 8).

Bikson, Treverton, Moini and Lindstrof2003) conducted a study which merged
popul ations from both the Cendant Mobil ity
research. As a result of structured interviews with 135 human resource managers and
senior managers from 75 fprofit and norprofit companies, Bikson et al. concluded
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that there was a need for a globatlympetent workforgeand delineatedeverakkill
areas required to be an effective international manager. Initially, the authors suggested a
person must have substantive (profession&tchnical) knowledge in his/her profession.
Then, the concept of interpersonal skills emerged, with a particular emphasis on
teamwork. Strategic international understanding in a global context while understanding
the implications of operating in diffemelocalities was also critical, as was gaining cross
cultural experience, including learning a second language.

The authorodos recommendations for i mplem
university students in the suggested competencies were extriemitdg. They
recommended only that the curriculum be internationalized (without defining the term),
that study abroad be undertaken, and that leadership training be valued and respected.
While the study sought information from several transnational catipas, most
business entities and consultants conferred with were American or American based,
l'imiting the studyds per s peritetaibywhichctensi der a
organizations were selected. Thepecified that organizations musthdve nt er nat i on
missions that engage them (the company) in interactions spanning national boundaries,
and they had to have been in existence long enough to have experienced the effects of
increasing gl-sbal)zaTeomse ctaodxBAenéieasrag
gl obalization, o | eft undefined, | eave room

Phenomenological researchers Wills and Barham (1994) took aitaitar to
Bi kson et al.o6s, conducting interdiews wit
range of countries and industries. However, the knowledge and skills necessary to
become a successful international manager noted by Wills and Barham were much less
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concrete than those purported by Bikson, Treverton, Moini and Lindstrom. Wills and
Barhamsuggestedhatsuccessful international managers should display cultural
empathy, should listen for both the spoken and hidden meanings ctatusal
communication, should exhibit a sense of humility, and display both emotional energy
and emotional $eawareness.

In order to select participants, Wills and Barham (1994) relied on human resource
managers within chosen companies, who were
international managers. o0 This wunanagers,nt i fi c
without any established criteria, to determine study participants. Because of this flaw,
recommendations are highly suspect and generalizability of results quite limited.

In earlier research, Barham and Wills (1992) documented a series of mwkervie
conducted by their partner organization, Ashridge Management Research Group
(AMRG). AMRG conducted interviews witlesource managersAsian and European
based transnational corporations to determine competencies needed to manage across a
globalorreg onal territory. AMRGOs qualitative a
Abei ngd c¢ Bmapeétaem @ineds .Hei mer 6s (1995) summar
concl uded t h-eltturaficdmpeétendes required af a transnational manager

include: (a) the abty to successfully lead an international strategy,
(b) the ability to coordinate efforts across borders,
(c) acting as intercultural mediator and change agent and

(d) managing personal effectiveness for international business.
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Barham and Heimeralsouggest ed a transnational ma n
skills, such as cognitive complexity, emotional energy and psychological maturity. The
authors contended that the results foroompetencédased approador the
development of international manageménterestingly, this approach is similar to that
of White (1999), who advocated the Agility Paradigm during courses taught at Lehigh
University. Barham and Wills (1995) suggested that a general transnatbomaétence
based model could be constructed fromfindings, but that each company employing
the approach should customize the effort for each location or customer, a parallel to the

Agility Paradigm.

Olson and Kroeger (2001) sought to understand how educators can enhance their
global competencies in cgdto better educate their students. The researchers conducted a
survey of 52 New Jersey City University fa
Developmental Model of Intercultural Sensitivity (1998), to determine the relationship
between globatompetaceand intercultural sensitivity. Olsen and Kroeger operationally
defined the teren dgladabmer s@ompwh @ nfthas enouq
knowledge, perceptual understanding, and intercultural communication skills to
effectively interactinourglobal vy i nt er dependent worl do (p.
Wil sonds (1996) deit)knowl edged @subkhawt edb
|l anguages, world issues, global dynamics,

knowledge, again accordingto Wib n (1 9 9 énjindedness, rgsistaneerio

stereotyping, complexity of thinking, and
(1996) definitionofcross ul t ur al awareness, stated as @t
another culture feels fromthesta poi nt of the insider, o (p.

38



Kroegerds operational def i nthatfacutyandostaff t h e
must become globalgompetentn order for such knowledge to flow to their students.
While several researchdnave attempted to clarify the appropriate number of
languages spoken to become globally competent, Stohl (1996) suggested debates rage
about how many languages a person must speak, and to what depth in order to become
globally competent. Weber, (2003) finca philosophical perspective, suggested that the
ability to speak another language does not always lead to an understanding of the words
being spoken. Weber intimated that simply the ability to speak a foreign language does
not take into consideration ¢utal undertones, body language, etc. communicated during

conversation.

Global CompetereCertification

Applying the conceptual groundwork laid by Lambert (1996), two-tstiwn
and respected American institutions of higher learning are driving the global
competene/global proficiency movement in America. Nussbaum (2000), Assistant Dean
at Boston College, was the first American higher education official to present a global
proficiency curriculumat the Association for International Educational Administsat
national convention. In a conversation with the researcher following the presentation,
Nu s s b a u mAs a stiudentaffairdipractitioner, | took a very practical approach to
creating the (global proficiency) program and did not check any literAleelid some
checks of other schools to see what was
didn't find much. | pretty much went on instinct and input from the academic side of the

house here at Boston Col |l ege 0 odtop Edllege n a |
3¢

t
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students who complete a series of courses in a prescribed curriculum, study abroad, and

|l earn to speak a second | anguage are cert.i

The University of Pittsburgh used a std#vised definition of lpbal competence
as the foundation for its Global Studies Program. According to Brustein, global
competence s d e f Thaability t@c®mniunicate effectively across cultural and
linguistic boundaries and to focus on issues that transcend cultures and ¢ nent s 0
(personal communication, July 2008he dimensions contributing to global competence

are:
(a) the ability to work effectively in different international settings,

(b) an awareness of the major currents of global change and the issues arising

from such changes,
(c) knowledge of global organizations and business activities,

(d) the capacity for effective communication across cultural and linguistic

boundaries, and
(e) a personal adaptability to diverse cultures.

Statewide Global Education Bfts

Nearly 30 years ago, international organizations in Pennsylvania began attempting
to internationalize universities and communities within the state. As early as 1967,
international educators formed the Committee on Coordination of Internationalsogra

in Pennsylvania Colleges and Universities.

International Education A6tto the state legislature. While thet was never funded, the
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organization continued to evolve and reorganized after several years Refisylvania

Council on International Education (PaCIE). Both the Act and PaCIE used study abroad

as their centerpiece. To this day, PaCIE continues to concentrate a majority of its

administrative efforts and workshops on study abroad, assertingighttdtkey to the

development of a global understanding and knowledge base among American college

studentsPaCIE focuses narrowly omsion in one segment of the field of international

education, yet PaCIE members consider it a driving force towardtdraationalization

of Pennsylvaniads coll ege and university <c
In a related statevide effort, in 1988 the Pennsylvania Department of Education,

in cooperation with the University Center for International Studies at the University of

Pittsburgh,pubi shed a journal entitled Alnternat:i

Success. 0 The journal edition AEducation f

focused on study abroad as the primary training leading to global competence. The

journal al® listed a set of skills recommended in order for Americans to compete on a

global level. The list included several of the most basic skills (reading, math, writing and

communication), then progressed to the ability to analyze data, interpret situatons an

then take action. The journal advocated those seeking to become globally competent also

have an extensive knowledge of the world (geography, history and economics), and be

able to learn continuously and adjust to change (p. 47). Despite the titlejadriima,

The University of Pittsburgh did not defin
Although not intending to offer formal globebmpetenceertification, Harvard

intends to revise its under gknwlanguags toc ur r i c
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know the culture, the economics and policies of the countries they will visit, to interact in

a knowledgeable wayo (Rimer, 2004) by the

Educationds Roleein Global Competenc
An ACE report (2001) <cont eposdretdforeignWi t h s
cultures and languages, they (high school students) will increasingly arrive at colleges
and universities expecting international training to be available to them. In this climate,
institutions will need to meet their demands, both onpeesrand abroad, or risk losing
students to colleges and universities that
globally-minded high school graduates, higher education institutions need to do more
than offer a series of internationally focusedrses or send students abroad to have them
become globally competent. Students must possess a high degree of international
understanding and intercultural competence before becoming globally competent (Green,
2000).Green alsamoted that in order to fostgtobally-competent college graduates,
Ai nstitutions must do more than string tog
experience for a select few. They must put international understanding and intercultural
competence at the heart of the educatierpkerience, deep in the fabric and values of the
institution. Preparing students to be globally literate will require many linked institutional
changes, including the curriculum, student life, faculty development, and relationships
with external groupsather than a series of discrete initiatives. It will also require active
engagement with inst(pl)uti ons in other coun
Curriculum, Atwell (2001) suggested, at the core of a strong international

di mensi on. AWhi | e ot hostant, therleargimgahat gaes ca méhet s a
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classroom is key to students understanding the increasingly pervasive international issues
that affect their professional and personal lives. Courses and curriculum which offer

international and comparative subsancar e essential to a strong
(p. 6).

According to the 24 participants in the 1996 Education for the Global
Community: A Framework for Community Colleges conference, in order for an

institution to produce globally competent learnarspmmunity college must:
*Obtain the c¢ommigresidentnd board ottrasteesc ol | ege 0 s

*Ncl ude gl obal education as an integral

statement

*Review and revise accreditation criteria to acknowledge the impoegtof global

competence
*Develop and implement a comprehensive global education program on campus

*Conduct a needs assessment for local businesses and others interested in global

education and commerce

*Allocate resources, including release time, to facior research and

development of curriculum, exchanges, and activities

*Provide support and incentives for international initiatives, both on and off

campus

*Provide student servicdsacademic advising, career counseling, instructional
support services to promote access to global education for all learners (p.5).
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The community college framework is one of the most comprehensive, noting that
internationalization must be i mplemented f

services, becoming ail encompassing initiative.

Byrd (1991) reflected cautiously on the international movement, suggesting
Aadmini strators should not dash iIinto a pro

everybody else seems to be doing it or because it seems to be@gtwdtudents to

know about the wider world. Faculty, stude
be included in discussion of th@4). mportanc
The term Ainternati onal i thigheredutation, as i t

has been commonly used since the late 1980s, and was defined by Arum and van de
Water (1992) as Athe multiple activities,
international studies, international educational exchange and techrocpleor at i ono ( p
202).Soderqvist (2002) proposed an updated version of the definition of the term
Ainternationalizationd as fia change proces
an international higher education institution leading to the irarusf an international

dimension in all aspects of its holistic management in order to enhance the quality of
teaching and | earning to achieve the desir
Soderqvistdéos to an all emaempaxasdiz@tp @innitw,a

process of integrating an international, intercultural or global dimension into the purpose,

functions or deliveryofpog econdary educationo (p. 11).
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Government 6s Rol e in Gl obal Competenc

Other than serving as a fundingusce for programs such as Fulbright, the
National Security Education Program and related scholarships, the American federal
government has rarely sought to step into the forefront of international educational
policy. U.S. Presidreinlt M8, |2000 JA MeCrha rna noduor

Il nternational Educati oAihBaldapprgabhf dr asti cal |

The Memorandum stated, To conti nue to compete succe
economy and to maintain our role as a world leader, the United Statsstoesdure
that its citizens develop a broad understanding of the world, proficiency in other
| anguages, and knowl e &rgselenodlintoo arguedrthatc ul t ur es
isolationist philosophy, prevalent in America in the 1980s, served no purpibee
1990s and beyond. AToday, the defense of U
gl obal i ssues, and even an under-grégaterndi ng o
contact with, and understanding(pd)fin peopl e
order to prepare students for the global workforce, President Clinton suggested educators
must strengthen foreign language learning at all levels, and increase opportunities for the
exchange of faculty, administrators, and students. Clintortteayproduction of
Ai nt er nat i clanguage axpattisef necessarydonU.S. global leadership and
secur i t2). dhePrespenteld thatearning about other cultures and knowledge
of foreign | anguages wa.slismanouncenteaidwereo our n
general, however, whicllowed forquite differentinterpretation othe operational
meaning of his wordHowever, the international education community reveled in his

willingness to make such a proclamation.
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ACE (1998) proposed similar set of skills, calling on the higher education
community in the United States to: develop the global litereggnpetenceof graduates
by internationalizing the curriculum; conducting research on global issues; providing
adequate foreign languagestruction and research; and supporting international

exchange.

NAFSA: Association of International Educators, in a position papautioored
by the Alliancefor International Educational and Cultural Excha(2@03) agreed with
Presi dent m@dnti snggestmtpas Americaang need enhanced international
skills and knowledge to guarantee our national security and economic competitiveness.
Peterson (1998) foreshadowed President
society mustlearnto liveandthire wi t hin a gl obal context é.
ensure that regular degree programs provide students with needed international skills and
experienceo (p. 42). Peterson suggested a
content into the KL2 arriculum, and criticized U.S. school distri¢ts not giving
students an opportunity to learn a foreign language or to gain an international perspective
in high school. He noted that even {hese o

12 careerare limited.

Global Competerein Business Terms

The I nstitute of International Educatio
ABoth individuals and companies should pos
23). The report claimed that Pan AmericamliAes was perhaps the first major

corporation to have the vision of spanning the world. Coca Cola, International Business
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Machines, American Express, and McDonalds followed suit shortly thereafter. By the
1960s, American, British, and Australian businedsegan overseas mergers and
acquisitions. The Report concluded, AWith
needed a skill set well beyond what was ef

The Cendant Mobility (2002) survey results paralleled tlodSehe Institute of
International Educationgvealingthe achievement aflobal competereas the top goal
of global human resource respondents. However, Cendant Mobility concluded the only
way to achieve global competexis to assign employeds tradiional longterm
overseas placemen@espite its breadth, though, the study failed to define global
competence

Jack Welch, an Americadiusiness leadevith limited overseas experience, in a
speech tdnis fellow General Electric executives before hesirement concurredwith the
Cendant Mobility results when he said, Al
next head of GE will be somebody who spent time in Bombay, in Hong Kong, in Buenos
Aires. We have to send our best and greatest oversgasake sure they have the
training that will allow them to be the global leaders who will make GE flourish in the
f ut (cited io Swiss Consulting Group, 2002, p. 10).

Welch, a corporate visionary, appeared to predict the results of Bikson, Treverton,
Moini and Lindstrom (2003) research, stating that a globally competent workforce is
neededand that the following skills are required to be an effective (globally competent)
international manager:

(a) Substantive depth of an organizations primary buspresesses,

(b) Teamwork and interpersonal skills,
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(c) An international understandingnd

(d) Crosscultural experience.

Bi kson et al. suggested, nefforts to | e
evidence of interest in other cultures and can fobasas for understanding them, but are
not a substitute for real world experience

Bi kson et al.d6s recommendations (2003)
would train university students in the competencies they suggest were extremely limited,
recommending only that curriculum be internationalized (without defining the term),
study abroad be undertaken, and leadership training be valued and respected. While the
study sought information from several transnational corporations, most busin@ss enti
consultedvere American or Americabasedthuslimiting the perspective considerably.

Several results noted by Bikson et al. appear in Thorn (2002), who suggested
global managers should possess qualities such as: strategic vision, adaptabilitygfoste
teamwork, creating open communication, and building relationships. In an expansion of
Bi kson et al . &6s results, Thorn noted aspec
and multidisciplinary perspectives were critical to croslural probém solving.

Large corporations have also weighed in on the global comgalebate. For
example, Bechtel Group, Inc., a corporation of more than 25,000 employees spanning 70
countries,considse very new empl oyee smordegniploabtaan hi r e,
ever before on hiring employees with global competencies, including foreign language
proficiency and international experience (cited in Talbott, 199Bubb & Son, Inc., a
transnational corporation with nearly 15 percent of its workforce employsitleuhe

United States, went as far as to consider global awareness a key aspect of each new hire.
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AANn 1 deal empl oyee i s one who is open to o
| anguage skills, someone whoos Wbusinressi bl e an
needs o ( Tal bThe Glgbaliding 8dgicultural. Séiehge and Education for
America Task Force (2003), which was compr
agricultural industry and institutions of higher educatmnvisioned its conguents to be
globally-competent stakeholders, faculty, and students in the U.S. food, agriculture, and
natural resource sectors, because they live, compete, and work well in an ever dynamic
and interdependent world community.

Despite the obvious need increasing numbers @usinesses to hire employees
who are globally competerttje businessesommunity, like higher educatiphasyet to
agree on a definition for globally competeme the knowledge, skills, attitudesnd
experiencesecessary to beowe globally competent. Without this clarity, businesses will
continue to spend millions of dollars orossculturaltraining that may be inappropriate

for their transnational needs.

Effective International Business Managers

There are numerous parallelstiveen the knowledge, skills and attitudes
necessary to become an effective international business manager and those relating to
globalcompetenceBigelow (1994) conducted a medaalysis of 33 studies that
identified managerial skills appropriate to aternational setting and synthesized them

to produce a list of the ten most crucial. They include:

(a) cultural and organizational understanding,
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(b) adaptability,

(c) establishing relations,

(d) system and multiple perspective thinking,
(e) attitudegperceptions,

(f) sensitivity,

(9) language,

(h) culturally influenced decision making,

(i) diplomacy,

() crosscultural understanding (p. 5).

Bigel owds assessment related direct]l

suggestedhatthe knowlelge, skills, attitudesand experiencasecessary to become
globaly competent includedecision making skills, the ability to be a team builder, the
ability to work with people, a strategic vision, a global view, ethics, information and
communication skis, and intercultural effectiveness. Bigelow, critical of American
universitylevel business education, suggested that the nine most popular business
education textbooks are flawed in that

an internationleor crosscultural setting. In addition, the research cited by these texts is

primarily derived from studies of Amer.

focus was noted by the researcher upon review of literature and stldtesd to global

competence
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Lane, DiStefano and MaznevgRi992), whose results purport the profile of a
successful global executivegere very similar to those identified by Bigelow, deviating
only with the addition of the ability to manage change, the ability to dedligxible
organi zational structure, and the ability
also mirrored a segment of the criteria proposed by Swiss Consulting Group in its Global
Competenc&eporti 2002. In that report, Swiss Consulting Grawyggested that in
order for one to become global competent, one must be sensitive to other cultures and
must possess a keen sense of cultural awarenesscatnsal communication skills, and
leadership qualitieszriedman (2004) suggests adding adaptebi t vy t o thee | i st
days of having the same job for 35 or 40 vy
Sachdev (2004) concurs, implying that flexibility within a global workforce is essential,
and the need to continually-ren v e n t If is aavendisg stsategy if each person thinks

~

of themselves as fime incorporated. o

The chi ef executive officer of the futu

abroad, have cultural sensitivity, have keen interpersonal skills, and be familiarevith th

international business environment, 0 and g
degree in business administration who spea
successful in the futureo (p. 6).

Responsibility for Educating a Globalyompetent Workforce
The responsibility for the lack of global preparation should not fall on those who
educate teachers, but instead academic leaders (Atwell, 1987). Placing blame squarely on

academic administrators, At welAmepro sciatnesdd, 0
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abysmal lack of proficiency in foreign languages and the widespread ignorance of history

and other cultures is the responsibility o
Governorodés Association (1989) ,aratooaeine r |, bl
turn, student preparation, as a major obst

global society (cited in Merryfield, 1995). Sutton (1999), in a related opinion, blamed
public schools in the United States for not educating stadeitit skills required to gain
a broad understanding of nations or cultures beyond their scope of familiarity. Barton,
Chief Executive Officer for 38 years of the multinational Caterpillar, Inc., concurred with
Sutton, noting American students must cortbgaremain abreast of world issues and
urging school systems and universities to help instill a global awareness in students.
Interestingly, Barton added that companies must also shoulder part of the responsibility
by offering continuing education, colleggtion reimbursements and other trainicgdd
in Russell, 199p

While blame for the lack of production of globally competent graduates abounds,
a general lack of consensus of the steps to combat the problem only serve to confound

efforts to improvelte situation.

Defining Related Terms
While this study primarily efo@ctuserse oar ¢
variety of synonyms used to refer to the concept. These terms are noted throughout the
relevant literature and are commonly used by irstional educators at conferences and
in daily conversation. A series of lists of knowledge, skills, attitudied experiences
necessary to become an effective international business manager, quite similar to lists of
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knowledge, skills, attitudesind expeencespostulated by those seeking to establish
gualifications for becoming globally competent, appear frequently in recent literature.
Al so similar in nat ur emgetencd hies ctehret irfe cceantti oc
Agl obal c i tiohszatsomissued ey Armdridan unigersities. This niche
curriculum has become the marketing centerpiece of 10 American universities.
Related Terms

APr ommpetence 0 ft r acompetartce o naand A gl obal educ
commonly used as synonyms figlobal competencePh at ak (1992) define
competenceo as the ability to be cultural!l
ability, positive attitude, emotional stability, and maturidendenhall (2000) took a
tangent on iBnhiastead lsugestinigehitipnodeds competeraeeis
mindedness, respect for other beliefs, trust in people, tolerance, internal locus of control,
flexibility, patience, social adaptability, initiative, riséking, a sense of humor, and
interpersonalriterest.

Black, Gregersen, Mendenhall and Stohl (1999) defipegdo c e ss compet e n¢
cultural flexibility, willingness to communicate, ability to develop social relationships,
perceptual abilities, conflict resolution style, and leadership style.

Thelng i tute of International Education (I
TransnationaCompetenceRethinking International Education: A U-$apan Case

Studyo (1997) suggested that transnational

(a) Ability to imagine, analyze, and creatively addréne potential of local

economies/cultures,
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(b) Knowledge of commercial/technical/cultural developments in a variety of

locales,

(c) Awareness of key leaders (and ability to engage such leaders in useful

dialogue),
(d) Understanding of local customsdcanegotiating strategies,

(e) Facility in English and at least one other major language; and facility with

computers,

() Technical skills in business, law, public affairs, and/or technology and

awareness of their different nature in different cultaoaltexts.

The 11 E report cl aimed, fAPerhaps the mo
is the ability to grasp and deal with new settings. Successful players benefit from
knowing who the key people are in the new setting, knowing the local rulepphata
what they are doing, and understanding | oc
report implied that both individuals and companies should possess transnational

competence.

Global Citizen Certificates

Just weeks after September 11, 2001 Absociation of American College and
Universities (AAC&U) announced the availability of seed money on behalf of a national
initiative termed ALi beral Education and G

designed to fund the creation of global citizemricula at 10 American Universities
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(Humphreys, 2001). Universities winning the grants included: Albany State University,

the American University of Paris, Beloit College, City University of New YBr&oklyn

College, Heritage College, John Carroll Unisity, Pacific Lutheran University,

Rochester Institute of Technology, the University of Delaware, and the University of
WisconsinMilwaukee. While each has taken a different approach to educating university
students to become global citizens, common tisemawe included courses on

gl obalization, womendés and religious studi
capstone projects, and global environmental policy (AAC&U, 2002). AAC&U described

the fAgl obalwhoiiprn awinde | ss tousticatedtusderstandingofa s o p |
their increasingly interconnected but unequal world, still plagued by violent conflicts,

economic deprivation, and brutal i1inequitie

The dobal citizen curriculaemphasis on study abroad, globaliaatand foreign
language study mirror curricula required in both Boston College and the University of
Pi tt s bur gmgeencgrég@msaGlobal citizen and global competenc
programs differ in that global citizen programs tend to focus more heavilgrancracy
studies, religious coursework, and human rights; whegedsl competenceurrently
focus more on foreign language learning, crog$ural understanding, and open

mindedness.

Lehigh University will | auncdi204d A Gl obal

(MakelaGoodman, 2003).
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The AGO Generation

Generation AXo0 of t imtenil@hiOnsdecadey bei ng f o
Generation AGO (global), marking a point i
need to be globally competent in businessy@i nt ai n t he nationd6s ec
to assure that its citizens have a greater understanding of other peoples and cultures,
according(Murphy, 2004). These global ready graduates, as foreseen by Godbey (2002),
are seen as cr iureleaderdnhip in @globahcentext.cKavwins(2004u
specul ated that nAglobalization of the wor/l
forceégone are the days when a person with
could countonagoodjobandahighqualy of | i fedo (p. 3). I n an
global ready graduates, Kirwin advocated for a partnership between teachers teaching
kindergarteri 12" grade and those teaching on the university level, assuring that
curriculum is in place tacquaint elmentary and high school students with foreign
| anguages and an appreciation of other cul
these studies on the university level.

Wool f (2004) expanded Kirwinbés partners
between universities and the business community. He segdgest @he prifnary
purpose for education is to train people f
33), yet generations of Americans have advocated for the separation of education and
budgness, similar to the ever occurring battles over the separation of church and state.
Woolf claimed thauniversities have an impact on local, regional and even national
economies and learning scales, so a partnership linking business and educatioalis cri
to assuring Americads economic prominence.
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Deardorff,EarwickerHu nt er and Mof f att -GeneeaBoant ed
NAFSAOGs Role in GlobaxbhtWohkforganbewaeéei opims
conference on May 28, 2004. Although Deaffdaresented on intercultural
competence, and Earwicker generalized about working with businesses abroad, Moffatt,
referring to global competence in his publ
with a college education who can adjust to cambtahanging circumstances, navigate
between various cultural norms and taboos, communicate in more than one language, and
create new solutions to meet new challenges in unfamiliar environments, can often select

the employer they wanto (p. 44).

Summary

Recognition of a problem or gap in knowledge should naturally lead to a solution
or further education. Cendant Mobilityds e
posited that future crodsorder workers must be globally competent. As geography and
techhology are no longer hindrances, all employees should consider themaetleast
potentially,crossborder workers. The education necessary to prepare college graduates
to be globally competent lacks clarity, uniformity, and direction. Current iniéisitivere
based on employee brainstorming sessions instead of grounded research. While there are
mul tiple published dedmpetencki amd a&afcomepemneir m
postulates regarding the knowledge, skills, attitudad experiencesecessy to
become globally competent, there is no consensus. This study intends to conduct such
research, and to devise a cdebhsecupanth®en of t h
knowledge, skillsattitudesand experience$ t i s t h ententienshatthe c her 6 s
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definition derived from the study will assist various institutions and organizations to
design their own customized definitions and requirements in the years &hesadould
providevital clarity to this expansive collection of stakeholders segtoreither educate
or employ globally competent individualoreover, this study, by drawing upon the
insights of both business and educational leaders, should produce a hypothesis worth
testing and refining.

As many researchers and associations nateatder for America to continue as a
superpower, its citizens must truly be educated with a wide range of cultural, linguistic
and international knowledge. Unless immediate action is taken, this prognostication could

quickly become reality.
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Chapter IlI
Introduction
The purpose of thisstudyt o devel op a consensus defin
competened al ong wi t h t, atBtudésand expesiehcp®ecessarnkto | | s
become globally competenthe development of @eonsensual definitiors intended to
addclarity to the conversations and other communications of officials in higher
education, and those working in human resource departments in transnational
corporations, among others.
Research Questions
This studywas guided by the following resrch questions:
1. What is the defdomgeteiceoon of the term fAgl o
2. Are there significant differences betweenkhewledge skills, attitudes and
experienceshat human resource managers of transnational corporations and international
educates at higher educational institutions believe necessary for attaining global

competence

Methodology
This studywasconducted using a dual method, descriptive research approach that
is both qualitative, as well as quantitative in naturberesearch mébds usedvere the
Delphi Technique, serveas Phase 1, and a survey, which combbwth qualitative and

guantitativebased questions, sexas Phase 2.
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Phase 1: Delphi Technique

Phase 1 empl@da Delphi Technique to develop a consensus definitidheof
t er m fcagrpaenc b A Del phi Technigue is a more
gaining consensus from a panel of experts who are not geographically connected. More
specifically, the Delphi, designed as a group process, allows for multiple msratica
single topic, leading to a determination of group consensus. The most common range for
a group is 15 to 20 participants. The number of participardgiven Delphi Technique
is most often determined by the number of participants required totatest
representative sampling of opinions regarding the chosen topic (Delbecq, Van de Ven, &
Gustafson, 1975 Johnson, Miller, Miller & Summers, 1987, Ulschak 1983).

Linstone and Turoff (1975) note a series of situations where the use of a Delphi
Technigue is effective. These situations are often when:

(1) precise analytical methods are not suitable for studying the problem, but
subjective judgment on a collective basis could provide beneficial information relative to
the problem;

(2) time and cost limithe ability to convene group meetings involving the
individuals needed to address the problem;

(3) the individuals needed to contribute to examination of a broad and complex
problem represent different backgrounds with respect to experience or expertise

(4) anonymity assures that disagreements among individuals which might result in
a faceto-face interaction could be refereed; and

(5) domination by a group or individual is avoided.
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Population

Based on the research of Delbecq, Van de Ven, and Gustéi®975), Johnson,
Miller, Miller and Summers, (1987), and Ulschak (1983), suggesting a range26f 15
Delphi participants as the ideaB frarticipantsvereselected to participate in the Delphi
Technique used in this dissertation. The selected paitsmetat least three of the
following six selection criteria: (1) earned a national or international reputation regarding
the implementation of glob@bmpetencer internationalization initiatives; (2) conducted
research, published or lectured on thyaids of globatompetencer internationalization;
(3) earned the equival ent sewdorhalfolmaryhel or 6s
served as an official in higher education or for a human resource department in a
transnational corporation, (6urrently serve or haderved as an educational official or
placement officer representinghationalgovernment or student sponsoring agenéy
currently lived ohave lived or worked outside their home coun®ythe B participants
selected, svenweretransnational corporation human resource managerssapdwgere
international educators. The remainiogr people selectedrerenonAmericans who fit
the established criteriutwerenot employed in the aforementioned capacities. The
weighting of the pael toward transnational corporation human resource managers and
international educatorsas purposeful, mimicking the volume of research on the topic of
globalcompetencdeing done by both groups. However, the research conducted by both
entities has yab produce concurrencedo he def i ni ti on of &mle ter
The researcher designed the criteria listed above specifically for the purpose of this study.

Potential participanteereidentified through a review of current literature, a
reviewof conference presenter listings, and a search for participants on national and
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international education committees, and conferences with colleagues employed at
universities worldwide. Upon identification of potential participants, wtagecollected

from each potential participant. A review panel, consistingnEfsenior NAFSA:

Association of International Educator memhbad one official working as a transnational
corporation human resource managentifiedthat the potential participantsdet at

least three of the established criteria in the Delphi Technique participant selection process
(Appendix A)

Candidates identified as meeting the criteria for involvement in the Delphi
Techniqueveresent an email invitation to join the panel (AppenB)x The invitation
outinedt he r e s e ar c hiaforreslthelperspéctyve manelsdregarding the
nature and purpose of the study, the criteria for selection of participants, the importance
of participation, anticipated time commitment of those particigaand the intended
uses of the data collected. At the conclusion of the email, candidates @attfigi
participation (positive or negative) via return email to the researcher. Thegfirst
candidates to respomg affirmativelyto the invitationsevedas the Delphi Technique
panel(AppendixC). Those agreeing to participatgneda consent form, based on

Lehigh University Institutional Review Board poli¢ppendix D)

Data Gathering/Analysis

Once the selection processs complete, the participtarevieved multiple
iterations of text. For the purpose of this study, teeeethree iterations, to be known as
ARounds. O I n Round 1 of t hed®B&dupform Techni
email message, a list of published definitions of he tm fi gompeteroc@ Agpendix
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E). Participantsvereasked to draft a definition of their own, either based on the
published definitions or based on their own thoughts or experiences. The respemses w
sent via email directly to the researcher; asguoinly the researcher &w the identity of
those serving on the panel. Upon receipt of the responses, the researatieacbhde
response seeking to identify the language and concepts most commonly suggested. These
most commonly used terms and conceyee then distributed in sentence form via
email to the panel, instigating Round 2 of the Delphi TechnigppendixF). Similar tq
but more specific than Round 1, the paneligtseasked to refine the text presented,
offering comments, changes or additioasd then sdrtheir responses via email back to
the researchdAppendix G)
In the third roundAppendixH), panelists wreagain asked to refine a statement
contrived from the responses yielded in Round 2. At the conclusiBowid 3a final
definition wasdistributed to the panelists. Panelstsreasked to indicate on a Lickert
scale if they strongly agrdeagreé, wereneutral, disagrekor strongly disagrekwith
the definition. The results of the Lickert scale respomsese consi deg @ di ficon:
80 percent of the panelistsndtes t r on gd yora ditreecegk £ e80 percent a
was not achieved, a fourth roumuld have beenonducted using a process similar to
the first three rounds. The three rounds of a Delphi Technique are codsdéreient to

ascertain consens(Syfert & Grant, 1970 and Altschuld, 1993).

Generalizability of Delphi
The results of this Delphi Techniguere intended to be generalizable to the
larger population of human resource managers working for transnatarpakations and
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higher educational institution administrators worldwide, each considered stakeholders in

the effort t o dcenipeteaneeot he term Agl obal

Phase II: Survey MethodData Gathering

A secondary component of the stuglyployeda questionnae to identify the
knowledge skills, attitudes and experiencasecessary to become globally competent.
Using the consensus defi netiaenaof oulme att € om
survey, derived by combining a series of both epeded and specifiesponse
guestionsvasdeveloped. The survey method chosen engdagpects of the stages in a
sample survey outlined by Weisberg, KrosmacidBowen, (1996), Warwicland
Lininger (1975), and Worthen, SandargdFitzpatrick (1997). The survey method was
chosen over other methods, such as interviews or case studies, based on the primary goal
of obtaining basic information from a large number of officialsna fields, dispersed
around the world. The objective of the survess to poll these officials inraeffort to
gather data regarding current understandin
competenc8 and t he knowl eaddgexeriensdsecesshargtp beaomeé i t ude ¢

globally competent.

Validation of the Proposed Survey Instrument

The reseachercreateda survey instrument (Appendi based on the consensus
definition of theotas mdd&yil oddl by otmpet@alcphi
of relevant literatureThe instrument waseviewed by a small group of individuals
holding positims in international education, higher education, and transnational
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corporationsincluded in this reviewvas space for respondents to comment on the
surveyo6s c | aandrdleyance tobhg @verdll stvdheir gomments
(AppendixG) were integreed into the instrument before it was postedina to the

wider group during the P1test, Postest phase of the research.

Pretest, Postest Survey

The instrumentvasthenpilot-tested twice (using theearson Product Moment
correlation analysisyith a groupof 30 university undergraduate and graduate students.
Al most half of the students were in master
at the School for International Training in Brattleboro, Vermont. A majority of the other
half were studnts in an International Management class at Berkeley College in New
York City. Several student participam®realso enrolled in thenastets degree program
in businessadministration at Lehigh Universitylthough the questionnaire did not ask
respondets to declare citizenship, it is speculated thahynof those participating were

foreign born or were firsigeneration American.

Survey Distribution

Both the pilot questionnaire and actual questionnaire were disseminated entirely
ontline and measuresgere taken to maintain the anonymity of respondents. A website,
accessible via a hyperlink from thev&il message invitation sent to participants, was
developed using Surveymonkey.com. All survey questions were answelied.ds
mail communication wasistributed to the survey participants using a
Surveymonkey.com database, thereby assuring anonymity of the respondents. Panelist
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responses were sent directly into a Surveymonkey.com database that was accessible only
to the researcher for analysis. Thesxe two Surveymonkey.com generated email
follow-up contacts with nenespondents.

An el ectronic survey method was chosen
suggesting that using electronic (email) collection devices lead to faster response rates,
cost savigs, the possibility of a wider response from geographically divergent locations,

and a response rate better than other, more traditional methods.

Response Rate

During thePre-Test phase, a 100 percent response rate was yielded. A 67 percent
response rate/as yielded during thBostTest phase. The lower response rate to the post
test phase was likely impacted by the week of distribution, which likely coincided with

the last week of the spring semester, with final exams pending.

Analysis of the Prgest/Psttest
Following thePre-Test,PostTest, aPearson Product Moment correlation analysis
was computed to establish a reliability coefficient for the instrument. The results are as

follows, broken down by items:
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Table 1
Test/Retest Correlations for Sectih’ Knowledge

Pearson Correlation Sig. (2tailed) N
1A An understanding of .61 .01 18
cultural norms and
expectations of others
1B An understanding of one's .56* .01 18
own cultural norms and
expectations
1C An understanding of the .56* .02 18
concept of "globalization
1D An understanding of the role b1* .03 18
of supranational entities
1E Knowledge of current .58* .01 18
world events
1F Knowledge of world history .45 .06 18
*p<.05

| established the following criterion: if the tastest correlation was found to be
significant at p<.05, it was deemed to be stable. In some cases, detdsistorelations
were low not because of instability, but because of low variability in the item responses.
In these cases, | reported the percent of consistency for the item in addition to the test
retest correlation.

All pre-test scores in the Knowledge Sectare significantly correlated with post
-test scorespk.05) in the same Section, with the exception of 1F, which scored slightly
higher, at p<.06). This item was deemed to be stable by virtue of the fact that 50 percent

of the responses were consistentrtime 1 to time 2.
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Table 2
Test/Retest Correlations for Sectioi ZKills

Pearson Correlation Sig. (2tailed) N

2A Speak English and at least 3 2 17
one other language

2B To be linguistically and T* .00 17

culturally competent in at
least one language and culture
other than one's own

2C Successful participation on b* .00 17

project-oriented academic or
vocational experience with people
from other cultures and traditions

2D Computer capability (word T* .00 17
processing, Internet, etc.)

2E Ability to assess intercultural .4 A 17
performance in social or
business settings

2F Ability to live outside one's - .90 17
own culture

2G Ability to collaborate 4 .00 17
across cultures

2H Ability to identify cultural T .00 17

differences in order to
compete globally

21 Effective participation in T .00 17
social and business settings
anywhere in the world

*p<.05

With the exception o$tatemers 2A, 2E and 2F all of these testtest
correlations are significant gi<.05). Statements 2A and 2E do not create any weakness
in the psychometric validity of the instrumdigcausehe percentages of responses
ranging from fAstr on gothytatemngre, reainedtnearlyiidengiaalt r a |
from time 1 to time 2. Statement 2F (Abil

a negative correlation. However, after careful review of the responses, it became clear
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that four respondents simply chandbdirpret e st r esponse f #estm fineu:
answer fagree. o

Table 3
Test/Retest Correlations for SectioinAttitudes

Pearson Correlation Sig. (2tailed) N
3A Recognition that one's own -.02 .69 17
world view is not universal
3B Willingness to step outside 31 .23 17
of one's own culture and
experience life as "the other"
3C A non-judgmental reaction .38 13 17
to cultural difference
3D Willingness to take risks in .36 .15 17

pursuit of cross-cultural learning
and personal development

3E Openness to new experiences, b1 .04 17
including those that could be
emotionally challenging

3F Coping with different cultures .82* .00 17
and attitudes

3G Celebrating diversity .61* .01 17

*p<.05

The testretest correlations for statements 3E, 3F, and 3G are all significant
(p<.05). Item 3A has an unusual correlation simply because there is very little variability
inthe responses. Sevelityi X percent agswebDe ttesfabdPBoOoOp gy
percent answer ed M stest. ohe ginilgr reapgnseschadacteriration h e p

is also true withstatemerd 3B and 3C. Iistatement 3B, 96 percent of all prest

ot

respondents sel ected ls9 pecengsklgctechogeoetked o r
other in the postest. Inst at ement 3C, 86 percent of all r
agreeo or A degtrwhiee @00 in the poses seleated one or the other in the

posttest. Thus low variability cauddow correlations. Statement 3D yielded a nearly
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identical percentage of t hotwss(@bedcentand ng 0 a
48 percent), and a nearly identical number
pre/posttests (11/10)and was determined to be stable.

Table 4
Test/Retest Correlations for SectioinExperiences

Pearson Correlation Sig. (2tailed) N
4A It is important to have 52* .03 18
experienced culture shock
in order to become globally
competence
4B Regular interaction with at .64* .02 18
least one foreign business culture
4C Speak another language .64* .00 18
more than 25% of the time
4D Knowledge and experience .22 37 18

gained from multiple short-term
trips abroad to a variety of countries

4E Knowledge and experience .64* .01 17

gained from a single, long-term
experience abroad (6 months or longer)

4F Earning a bachelor's degree .56* .02 18
or its equivalent

*p<.05

With the exception of statement 4D all statements are stable with significant pre
test/post est corr el at iKonowlsdge aSdeaperemegaihed #ob, i
multiple shoriterm trips abroad to a variety of countdekad a low correlation
because there was no variability in response. This was verified by combining all the
Afagreeo and Astrongly agreeo responses as

Adi sagreebyandd sadagreemwmgas a single category

the majority of respondents (55%) have consistent answers from time 1 to time 2.
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Following the conclusion of the Pearson Product Moment correlation analysis, a
Cronbach Alpha was condudten the data to establish the internal consistency among
coefficients on the post test data. The Cronbach Alpha reliability rates for the instrument
andstatements are as follows:

Table5
Cronbach Alpha Reliability Rates

Area Level of Internal Constency
Instrument as a whole 75*

Knowledge Statements 73

Skills Statements .62

Attitudes Statements .76*

Experiences Statements .70*

*p>.70

The criterion for internatonsistency was .70 or greater. When all items are
considered, the instrument meets this criterion. With the exception of Skills Area, each
separate scale meets this criterion. Although the Skills are below the established criterion,
this is likely due ta small sample size. Data from the larger sample, presented in the

next section, produced a Chronbach Alpha for Skills that exceeded the criterion.

Actual Survey
Population
Surveysweredistributed toeach of thel 41 representativeBom universities the

sekfnomi nated for recognition in the HAProfi
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|l nternational i zing the Campus 20030 NAFSA:
publication, anaachof thetransnational corporation human resource officialgisg as
membersofth®lat i onal Foreign Trade Council 6s Exp
and Global MobilityRoundtablgapproximately 40 membetstal). A majority of those

transnational human resource officials holding membership in the Expatriate

Management Committee represent companies sending 500 or more em@byead

each yeaand work atFortune 500companies. Those transnational human resource

officials holding membership on the Global Mobility Roundtable represent companies

sending between 5200 employees abroad annually.

Summary of Data Analysis Procedures

Table 6 presents the data and analysis used to address each of the research questions

posed in this study
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Table6
Data Analysis

Research Question Data Collection Device Data Analysis €chnique
1. What is the A Delphi Technique Consensus will be considered
definition of reached when 80% of

the term figkbhobal competenc respondents agree

2. Are there gjnificant Distributing a series of specific A one way ANOVA
differences between the response questions to both

knowledge, skillsattitudesand  populations
experienceshat human resource

managers of transnational

corporations and international

educatrs at higher educational

institutions believe necessary for

attaining globatompetence
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Chapter IV
Results

The purpose of this st uacypetagnagsdo taon dd etfhi enne
establish if a significant difference existed between the knowledge, skills, attitudes, and
experiences that human resountanagers of transnationadrporations and international
educators at higher educationadtitutions believanecessary foattaining global
competence

The study was guided by the following null hypothe3isere is no significant
differencebetween the knowledge, skills, attitudes, and experiences that human resource
managers of transnational corporations smernational educators at higher educational
institutions believe necessary for attaining global competence.

This chaptewas divided into two sectiongesults ofthe Delphi Techniqueand
results fromthe actualquestionnaire. Results of the Delphi Teitjue are presented in
chronological order, beginning with Round 1 and ending with Round 3, where consensus

was achieved.

Delphi Technique
DelphiPanelists Certified as Meeting Criteria
Following a review of academic journals, recent newspaper artielesision
news broadcasts, Internet sites and personal contadesitified 18 panelists
representing a crosgection of international educators, transnational corporation human
resource managers and otheosentiallyfitting the established criteriégr consideration
in aDelphipanel The proposed panelists needed to meet at least three of the following
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six criteriafor selection (1) earned a national or international reputation regarding the
implementation of globatompetencer internationalizabn initiatives; (2) conducted

research, published or lectured on the topics of glotralpetencer internationalization;

(3) earned the equivalent of a bachel or 6s
an official in higher education or for Buman resource department in a transnational
corporation, (5) served as an educational official or placement officer representing a
national government or student sponsoring agency, (6) have lived or worked outside their
home country.

One senior transnati@l corporation human resource manalyi&rybeth
RosevearDirector of Human Resources for Aventis, amé senior international
educatorCasmer Sowa,amember of NAFSA: Associatioof | nt er nati onal E
national teancertified that all 8 proposeelphi Techniquganelists met the
researcheestablished criterigAppendixA.) Those certified were then invited to join
the Delphi Technique, and all agreed. Following their agreetogrdrticipateall 18
panelistfAppendixC) signed arinformedConsent form(AppendixD), approved by

Lehigh Universityods Institutional Review B

Delphi Techniqgu&kound 1

The researcher used the software program Surveymonkey to facilitateedpbh
Techniqueround.In preparation for Round 1 collected elevemnecently published
definitions of or statementsregardiigh e t er m 1 gl oob aAt ctohmep estteanrct
Round 1, panelists were asked to read each definition or statement. Panelists were then
asked to compose the most appropriate definition for the"global competence,”
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based on the statements and/or their own ideas. Sixteenajkiteerpanelists
respondedOnenonrespondent was traveling abroad and did not have internet access
during theRound 1response periodue to extensive internationahvel plans, the other
nonrespondent panelist withdrew from the Delphi.

| handcoded he qualitative responsesceived in Delphi Round ly notingthe
number of times eacttatement ophrase wasentioredby the panelistsA total of 28
different phrass(AppendixH) were proposed by the panelists. Outside reviewer
TimothyCaul | er, Associate Director of Lehigh
Language, cert i fi-eodingeffores andeesogndionofi2@ différent h a n d

phrases.

Delphi TechmjueRound 2

In preparation for Round @\ppendixG), | chose to differentiate between those
responses noted by five or more panelists and those noted by less than five panelists.
Responses noted by five or more panelists were selected to appear irogytateted
Amost commonly voiced statements regarding
competence. 80 These responses included:

1. Actively seeking to understand cultural norms and expectations of others

2. Ability to communicate effectively acrossiltural boundaries

3. Ability to work effectively outside one's own environment

4. Ability to interact effectively across cultures

5. Understanding one's own cultural norms and expectations
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Those responses noted by less than five panelists were com@neatitally and
termed fAl ess freqbeerbeéldvny not ed statements. o

Table7
Less Frequently Noted Statements

Theme Responses

Intercultural Skills
Ability to bridge cultures
Ability to interact effectively across cultures
Ability to modify one's own behavior with respect to local cultures
Ability to live comfortably outside one's own environment
Understanding of Business Culture
Ability to work effectively outside one's own enmirment
Leveraging knowledge of cultural differences to succeed globally
Ability to take a leadership role based on cultural understanding
Attitude
Open mindedness
Appreciation of knowledge, skills and behaviors globally
Appreciation of divese values and perspectives
Actively seeking to understand cultural norms and expectations of
others
Ability to question one's own negative reactions in casgtural

situations
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Reflecting on others' perspectives to gain a greater understanding
of the situation

Knowledge
Understanding the interconnectedness of peoples and nations
General knowledge of world history
General knowledge of current events
Substantial knowledge of different cultural values and attitudes

Having knowledgef others' skills and beher

Following eachimost commonly voiced respond@anelists were asked to rate
each statement based lms/herdetermination ithe statement should be considered a
critical componat of the definitiooo f t he t er m fA.gHollmkirekaclc o mpet en
fless frequently noted resportspanelists were asked to rate each statement based on
0 n edétermination it caried as much weight as those mentioned t he fimost
commonly voicedrgsons e 0 cat egor yhcriicalenowghtodeserve n e f f e c
inclusion in the definitiomRat i ng opti ons included ACritic
AConsider including in definition, o and
Panelists were also givehe option to suggesn an operended formatany
statements not appearing in either yist that they considerettitical enough to include
in the definition.
One hundregbercentof the panelists respondedRound 2(N=17). Responses
were analyzedypercentage notddr each statemenResponses were again certified by
Cauller, who reviewed each foraccuracy d concurred with .the r es
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Delphi Techniqgu&kound 3

In preparation for Round 3jncludedany statement receiving 59 pent or more
ofpanelisct oncurrence in either the ACritical to
i ncluding i n dedamalgamatetdoemioto apaoposegl definjtion of the
term fAgl ob a The toprespoandesnotedan each categamged from 59 to
65 percent, so | determined 59 percent ttoleest point of inclusion Four of the five
responseistedi n t he fAmost frequently voiced state
received more than 59 percentofthevote t he ofi Grnictliucdael itn def i ni
categoryin Round 2 These included:
Actively seeking to understand cultural norms and expectations of othpesceht
Ability to communicate effectively across cultural boundaB@gercent
Ability to work effectively outside ne's own environment gtercent
Ability to interacteffectively across cultures 65 percent

Only one ashpess ffroegqguemtel i noted stateme

59 percent of the vot®pen mindednessat65 percent.

One response received 59 perxce or more of the vote in t
in the definitiocategoryThi s st at ement was the fAability
with respect athdpefcent a l cultures, o

Analysis oDelphi Technique Rourl

Based on theercentileanalys s, a proposed definition o
competenceo was distributed t o fleasgiglan panel i
open mind while actively seeking to understand cultural norms and expectations of
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others,andleveraging this gained knowlgd to interact, communicate and work

ef fectively out soiPahéistsomere the) askead toirate tha pnaposéed.

definitiononafivepoi nt Li kert scal e, ranging from i
Aneutral , 0 to Adi sea.gor eRadn etloi sfitsst rroantgil nyg dti hsea
the fAineutral, 0 Adisagr éswere asked id suggest, mgrl vy di s

openended format, how they would modify the definition.

Once again, a 100 percent response rate to the survey wasgeaichighty two
percent of the participants either agreed or strongly agreed with the proposed definition.
Those whalissentegroposed only minor alterations and did not affect the spirit of the
definition.

Onre of the two panelists to disagredth theproposed definitionnoted thegphrase
Aopen mindedod should be expandedThatsamad ncl ud
panelista | s 0 s uirgegaet,scomemdnicéite, and work effectivelytsideone's
environment'was tooexclusionaryand thatthel e f i ni ti on shoul d al so
and within on&eéaherganglisttodisagieensoughi to substitute the
wordsfi ¢ udl boundarie8 f or @ e nThe parelistmrecn tn @t ed Aneutr al
suggest ed wvsrkbffectively autsié angjs eriivironment and with those of
differing cultural backgrounds fworr ki ef f ecti vely outsi de one
on an 82 percent concurrence, the two resp
Aneutral 0O wer e ¢ oinsuggeseonsavdre rotirtcdrporatedsntoahe d t h e

definition.
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Research Question Findings

Question 1: What is the def iGlabali on of t
competence is fAhaving an open mind while a
and eyectations of othergndleveraging this gained knowledge to interact,

communicate and work effectively outside o

Generalizability of the Delphi Results

The results of the Delphi Technique are intended to be generalizable to the larger
population of human resource managers working for transnational corporations and
higher educational institution administrators worldwide, each considered stakeholders in

the effort to define the term Aglobal comp

Questionnaire
SurveyResults
Popuhtion
The survey was sei the 141 representatives from universities that self
nomi nated for recognition in the HProfiles
Il nternationalizing the Campus 20030 NAFSA:
publicaion, and thet2 transnational corporation human resource officials serving as
members of the National Foreign Trade Coun
and Global MobilityRoundtable.
Those international educators receiving the sunety the titleof Vice-Provost,
Vice-President, Dean or Director of International Educafidrase National Foreign
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Trade Council committee and roundtable members receiving the swadahé titles
Global Mobility Leader, International itnanResourceManager, Compensan &
Benefits Manager, Expatriate Administration Director, International Compensation
Director, Global Mobility Senior Manager, or Employee Assignment Services Senior
Vice President (Human Resources or Global Mobility).

Eight of the surveys emailed ta@nnational educators were returned as having
invalid email addresses, reducing the total population to 133. A total of 42 transnational
corporation human resource officials received the sumvél none being returned as

having reached invalid email agdses

Survey Respongealysis
Thirty-one percent of those surveyed in each group respoSdedntysix
percent of those responding to this survey were international edy@atdrd4 percent
were transnational corporation human resource managengjority of people
responding were from the Northeast or Midwestern United States, with six other
American regions represented. Only 1.9 percent of those responding reside outside the

United States.

Validation of Representativeness
According to Babbie (198, a response rate of 50 percent is adequate for analysis

and reporting. As the demand for survey research increases, it seems the individuals who

are the subjects of the research have begu
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had a dampeningffect on response rates which are often below the adequate level of 50
percent. In fact, for the current study, the response rate was 30 percent.

Roberts (personal communication, 2004) has created a strategy to compensate for
a low response rate. The s&gy is called sample anchoring. The purpose of the strategy
is twofold. First, the researcher must establish a set of baseline data for the population of
interest. Second, the researcher must run statistical tests to compare or anchor the study
sample tahe population so that inferences can be made about the external validity or
generalizability of the study results.

In the current study the anchoring variables were geographic region and number
of employees supervised.

The computed mean of the number oipdoyees supervised by transnational
corporation human resource managers responding to this study was 10.62. Therefore, this
study is generalizable to transnational corporation human resource managers supervising
a similar number of employees.

As a paralleindicatorof generalizability a review of the Fortune 500 top
companies ranked by state indicated that 27.4 percent are headquartered in the Midwest,
26.8 in the Northeast, 22 percent in the Southeast, 15.6 percent in the West, and seven
percent in th&South. These percentages of geographic spread are virtually identical to
that of those responding to the survey, allowing for broad generalization amongst peers.
Table 8 shows the regional breakdown for transnational corporation human resource

managers.
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Table8

Transnational Corporation Human Resource Manager Respdregional Breakdown

Frequency Percent Cumulative Percent
Valid  N. East 5 38.5 38.5
Midwest 5 385 77.0
W. Coast 1 7.7 84.7
Outside U.S. 1 7.7 92.4
Total 12
Missing 1 7.7
Total 54 100.0

International educators with the titles ViPeovost, VicePresident, Dean or
Director of International Education who responded to this survey supegarisaverage
of 31.7 enployees. Therefore, this study is generalizable to those supervising a similar
number of staff members.

Data from AOpen Doorso (2003) noted tha
sending students abroad (one of the primary criterion for current glotrgdetence
certificates) are primarily located in four geographic quadrants. These include 48.8 % in
the Northeast, 32 % in the Midest, 10.2 % in the South, and 4.6 % in the West. While
the percentages of those responding from the South and West idaie teithose
international educators responding to the survey, less than half of the respondents above
hail from the totals noted in the Northeast and-idst above. Upon a comparison of
the two scales, the top two regions noted in both are represeotediran twice as much
as those noted hailing from the lesser two regions. Therefore, the scales demonstrate a

parallel allowing for generalizability. Table 9 shows the regional breakdowns.
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Table 9
International Educator Respondé&tdgional Breakdown

Frequency Percent Cumulative Percent

Valid  N. West 3 7.5 7.5
N. East 9 225 30.0
Midwest 9 225 52.5
W. Coast 4 10.0 62.5
South 3 7.5 70.0
M. Atlantic 4 10.0 80.0
Hawaii 2 5.0 85.0
Outside U.S. 1 25 87.5
S. East 4 10.0 97.5
Total 40

Missing 1 25 100.0

Total 41

The Overall respondent breakdown is noted in Table 10.

Table10
Overall Group Breakdown of Those Taking Survey

Frequency Percent Valid Percent  Cumulative Percent
Valid HR 13 24.1 24.1 24.1
Educator 41 75.9 75.9 100.0
Total 54 100.0 100.0

All respondentsepliedto all statements in the survey. However, two respondents

did not reply when asked to note their location, as demonstrated in thalialte
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Below are the responses to eatdtement, delineated by selection of Likert Scale

choices (strongly age, agree, neutral, disagree and strongly disagree), mean, equal

variances assumed/not assumed, frequency distribution; &aided T-Test level of

significance.The researcher chose the appropriatest on equal variance based on the

Levene TestTable 11 shows the results of this analyses.

Table 11:
Summary of Mean Scores

Std Std. Error Sig.
GROUP N Mean Deviation Mean t df (2-tailed)

Q1A business 13 1.15 0.38 0.10 -1.24 28.02 227
An understanding of cultural educator 41  1.32  0.52 8.14E02
norms and expectations of
others
Q1B business 13 1.15 0.38 0.10 -1.10 24.51 227
An understanding of one's  educator 41 1.29 0.46 7.19E02
own cultural norms and
expectations
Q1C business 13 1.77 0.60 0.17 2.30 52 .026
An understanding of the educator 40 2.00 0.78 0.12
concept of "globalization
Q1D business 13 2.46 0.66 0.18 -0.97 51 227
An understanding of the role educator 41 2.22  0.82 0.13
of supranational entities
QlE business 13 1.69 0.48 0.13 0.97 52 .399
Knowledge of current world  educator 41  1.34  0.48 7.50E02
events
Q1F business 13 2.00 0.58 0.16 1.9 20.32 .060
Knowledge of world history educator 41 1.63 0.58 9.08E02
Q2A business 13 2.69 0.75 0.21 2.23 52 .030
Speak English and at least educator 41 2.05 0.95 0.15
one other language
Q2B business 13 2.62 1.12 0.31 2.78 15.55 .014
To be linguistically and educator 39 169 0.73 0.12
culturally competent in at
least one language and
culture other than one's owr
Q2C business 13 1.85 0.90 0.25 -0.35 52 731
Successful participatioon  educator 41 1.95 0.97 0.15

projectoriented academic or
vocational experience with
people from other cultures
and traditions
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Std Std. Error Sig.
GROUP N Mean Deviation Mean t df (2-tailed)
Q2D business 13 1.92 1.04 0.29 -1.61 52 114
Computer capability (word ~ educator 41 2.44  1.00 0.16
processing, Internet, etc.)
Q2E business 13 2.08 0.64 0.18 0.70 52 .488
Ability to assess intercultura educator 41 1.93 0.69 0.11
performance in social or
business settings
Q2F business 13 1.46 0.52 0.14 -1.34 52 .186
Ability to live outside one's  educator 41 1.76 0.73 0.11
own culture
Q2G business 13 1.31 0.48 0.13 -0.83 51 410
Ability to collaborate across  educator 40 1.45 0.55 8.73E02
cultures
Q2H business 13 146 0.52 0.14 -1.39 52 .169
Ability to identify cultural ~ educator 41 1.73  0.63 9.89E02
differences in order to
compete globally
Q2 business 13 1.69 0.85 0.24 1.21 13.34 247
Effective participation in educator 40 213 0.79 0.12
social and business settings
anywhere in the world
Q3A business 13 1.15 0.38 0.10 1.21 13.34 247
Recognition that one's own educator 41 1.02 0.16 2.44E02
world view is not universal
Q3B busines 13 146 0.66 0.18 1.66 14.30 121
Willingness to step outside  educator 41 1.15 0.36 5.59E02
of one's own culture and
experience life as "the other
Q3C business 13 146 0.88 0.24 -54 52 .593
Anonjudgmental reaction  educator 41 1.63 1.04 0.16
to cultural difference
Q3D business 12 150 0.67 0.19 .06 51 .952
Willingness to take risks in - educator 41 1.49 0.60 9.32E02
pursuit of crossultural
learning and personal
development
Q3E business 13 1.38 0.51 0.14 -17 52 .870
Openness to new educdor 41 141 0.59 9.22E02
experiences, including those
that could be emotionally
challenging
Q3F business 13 1.46 0.52 0.14 .37 52 712
Coping with different educator 41 139 0.63 9.80E02
cultures and attitudes
Q3G business 13 1.38 0.51 0.14 -2.54 38.84 .015
Celebrating diversity educator 41 190 0.94 0.15
Q4A business 13 292 1.12 0.31 .68 52 514
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Std Std. Error Sig.

GROUP N Mean Deviation Mean t df (2-tailed)
It is important to have educator 41 271 1.01 0.16
experienced culture shock ir
order to become globally
competence
Q4B business 13 2.23 0.93 0.26 -1.76 51 .085
Regular interaction with at  educator 40 2.75 0.93 0.15
least one foreign business
culture
Q4cC business 13 3.31 1.03 0.29 .200 52 .842
Speak another language  educator 41 3.24 0.99 0.16
more than 25% of the time
Q4D business 13 285 1.07 0.30 1.01 52 316
Knowledge and experience educator 41 2.54 0.92 0.14
gained from multiple short
term trips abroad to a variety
of countries
Q4E business 13 262 1.12 0.31 110 52 .28
Knowledge and experience educabr 41 224 104 0.16
gained from a single, lorg
term experience abroad (6
months or longer)
Q4F business 13 3.54 0.88 0.24 1.37 52 .18
Eaming a bachelor's degree educator 41 3.10  1.04 0.16

or its equivalent

In order to verify if a Factor Analysis could be conduaiadhe responsea
KaiserMeyer-Olkin (KMO) staistic was computedTlhe criterion for a good factor
solution is.70 (Norusis, 1994)Theresults indicated a KMO of .44ess than the desired
.70, thereforea Factor Analysis wasot computed.Kaiser (in Nurosis,1994) noted

Asmal | val ue scatk that a factoreanalyss@nayi not theé a good

deaéanything |l ess than .7 is considered |

consi der ed un &2)cRehertsd2004)conourrgd pvith K&is2r, stating

AThere is no evi&ewocel ebat i a KWOiableo (pe
Althoughl decided not to conduct a formal factor analysis of the data, it was

useful to examine the Chronbach alpha coefficients for each scale and to test the

contribution of specific items basedoneach al eé6s reliability. Thi

researcher to separate Scale 1 (Knowledge) into two separate subscales, based on the
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intercorrelations among the items. More specifically,Khewledge Statements were
dividedinto two categoriebecauséhe relability coefficients for 1A1B were higher if
removed fronstatements 14~ and also because of the lack of congruency between the
two subject areaStatements 1A B f oc us mu cshowmuaderstanding ofo n e 0
his/her cultural norms and expectationd #mat of others. Statements-EGocus on a
per sons6s u nareentwdrldavehts and woold histoanda conceptual
understanding oflobalization and the interconnectedness of supranational entities
Respondents appear to have made a distimcti knowledge of self, and knowledge that
can be gained through education.

The responses were categorized into five scales (Knowktaigenents 1A &

1B), Knowledgestatements 1€1F), Skillsstatements, Attitudestatements, and

Experiencestatements.

Table12

Scale Reliability Coefficients

Inter/Intra Personal Knowledge Statements .61
General Knowledgsetatements 1€~ .61
Skills Statements .76
Attitudes Statements .67
Experience Staments .78
(p>.05), n=54
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Responses to Opdinded Question

The survey included the questiafthat other knowledge, skills, attitudes, and
experiences should someone possess in order to be considered globally competent?
Twenty-nine of the 54 responden(s3.7%) chose to submit answers to this question.

Of the seven transnational corporation human resource managers who responded,
four (57%) noted Aflexibilityd as an i mpor
competent, while twat@iz29%)eos mqigle at i elnsteh o
important considerations.

Twenty-two (54%) international educators responded to the egreaed questian

While there were no majority perspectives,

humor 0 as aar danperritsatnitc ,chwhil e two (4. 8%) r

ResearctQuestionFindings

Question2: Are there significant differences between the knowledge, skills,
attitudes, and experiences that human resource managers of transnational casporation
and international educators at higher educational institutions believe necessary for
attaining global competen®@a

Based on a review of the dd&ee Table 10Q)several areas of differing opinions
are evidentThe highest degred difference noted am@st the tatements was fdhe
satemeni To be | inguistically and culturally <c
cul ture ot herusedatdest witha &diled leweMohsigrificancand
found a significant difference dd14(p<.02). Mae specificallyinternational educators
responded with a mean score of 1.69, or slightly abovethe mich ge bet ween fist
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agreeo (1) and fAagreeodo (2). Transnational
however, responded with a mean score of 2.68ligintly above the midange between
Aagreeodo (2) ¢Seedlabidi)eutral o (3) .

Responses to thetatemenfi Ce | e br at i degondratede nearlyt y 0
identical level of statistical differenc&ransnational corporation human resource
managersrespoedd wi t h a mean score of 1.38, essen
to Afagree, 0 whereas international educator
a 20 or 0 MedlStlevehdf significanteiwasgioted (p<.02).

The two groups forespondents also differed when it came tosth@a t e me nt i
Speak English and at | east one other | angu
statement, noting a mean score of 2.05. Transnational corporation human resource
managers responded mordime fAneutral 06 directionQl8 posti:
level of significancép<.02)wasnoted.

Thest at ement fAKnowl edge of ®rhhigheshlevelwor | d
of difference of opinion between the two groups. Educators were rkehgtid either
Aistrongly agreedo or fAagree, 0 rating a 1. 34
resource managers were more inclined to ratstthret e ment ¢l oser to fdag

mean score of 1.69. A-Test with a 2tailed level of significance aD26 was noted.

Answering the Research Question

With the exception of the statements discussed in the prior sdbgon,

international educators and human resource manhgdrsomparable levels of
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agreement regardirthe knowledge, skills, attitudes,dexperiences necessary to
become globally competent.

Most curioughoughis that neither international educators, nor human resource
managerpresented mean scores that would imply they efihert r ongl y agreeo
t hat a bach e leqguivalescy, s aegaessaly o bexame gldbally competent.

Il nternational educators had a mean score o
transnational corporation human resource managers had a mean score of 3.54, leading

mor e t owar dan di nseibig weasel 6eeth dontrary to the international
educatord6s chosen vocati on, mostdbftentbkerobycont r
human resource managers as young adults.

Similarly, the mean score for tise a t e @meaktanofiier lamgge more than
25% of the timé demonstrated respondemisre generally neutral. The typical
respondent in both groupearedmor e t owar d fAneutral 6 than fa
fiKnowledge and experience gained from multiple skemrh trips abroad to aaviety of
countrie®  aikindwledge and experience gained from a single,-teng experience
abroad (6 months or longernternational educateposted mean scores ab2 and
2.24 respectivelyTransnational corporation human resource managers posted mean
scores of 2.85 and 2.62 respectively, demonstrating less agreement giateotients
than were international educators. These resultsamewhat surprising givehat most
American universities offer both short and letegm abroad experiences as a co
curricular opportunity. Several transnational corporation human resource managers
responding to the survey also indicated they had lived or traveled abroad ashpeairt of
employment obligationrOne might suspect that having had such experiences,
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transnational corporation human resource managers might have advocated more strongly

in favor of thestatement.

Internationakeducators a t Andindérstanding of the role sfipranational

entite® with a mean score of 1. 34, tending 0
of onedés training in order to become gl oba
the same statement with only a 1.69 mean score, leatingtavar ds fAagree. 0 T

differentiation could be caused by the attention paid in higher educational institutions to
supranational entities such as the United Nations and NATO, while awareness of such

organizations becomes less commonplace or work relateahisnitional corporations.

Inferential Results for Comparison of Scales

As previously noted in this chapter, thes&ements appearing in the survey
were divided into five scales basedamalysis of theeliability coefficients These
included:Inter/intra Personal Knowledgatement§SC1A), General Knowledge
statement¢SC1B) Skills statementgSC2) Attitudesstatement¢SC3)and Experience
statement¢SC4) A OneWay Analysis of Variancewascomputed to determine

whetherthe level of agreemenlifferedbetween the two groups on each scale.
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Table 13
Analysis of Variance

df F Sig.
SC1A Between Groups 1 1.44 .236
Within Groups 52
Total 53
SC1B Between Groups 1 1.5 .218
Within Groups 52
Total 53
SC2 Between Groups 1 .00 .958
Within Groups 52
Total 53
SC3 Between Groups 1 .07 792
Within Groups 52
Total 53
SC4 Between Groups 1 .46 .500
Within Groups 52
Total 53

While the research questiémcused primarily on the potential significant
difference of opinion regarding the knowledge, skills, attitudes, and experiences between
the two study groups, the researcher also decided to assess the level of priority each scale
would receive, when compad against the other scales. Because nine individual pairing
tests were done, | corrected for potential scoring error by establishing a criterion using

the formula .05/9=.005.
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Table 14
Paired Samples Test

t df sig

Pair1 SC1Ai SCi1B -7.29 53 .000
Pair2 SC1Ai SC2 -9.53 53 .000
Pair3 SC1Ai SC3 2.11 53 .040
Pair4 SC1Ai SC4 -14.81 53 .000
Pair5 SC1Bi SC2 -.84 53 405
Pair6 SC1Bi SC3 5.34 53 .000
Pair7 SC1Bi SC4 -9.56 53 .000
Pair8 SC2i SC3 6.56 53 .000
Pair9 SC3i SC4 -13.28 53 .000
Table 15

PairedScaleMean Scores

Mean

Pairl SCI1A 1.27
SC1B 1.84

Pair2 SCI1A 1.27
SC2 1.9

Pair3 SC1A 1.27
SC3 14

Pair4 SC1A 1.27
SC4 2.80

Pair5 SC1B 1.84
SC2 1.90

Pairé SCiB 1.84
SC3 1.42

Pair7 SC1B 1.84
SC4 2.80

Pair 8 SC2 1.90
SC3 1.42

mean score, 1.27, inferriragtypical response & St r on g

Inter/intra Personal Knowledgtatements (SC1A) demonstrated thehleist

participants. Thereforst at e ment s

9%

iAN

under st andi

agreemento

ng

by
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of otherso and AANn understandingoodr enthe
most important aspects necessary to become globally competent. Knowledge of the

concept of globalization, current events and world historygkspa significant role in

becoming globally competent, posting a 1.42 mean score. \8kills statenents (SC2)
andAttitudesstatements (SCH | so posted mean scores bet wee
Afagreed range, t he | Expesancestatenterts(SGHBECGAwass pe c't
rated with a mean score of 2e79%, (Rar GShtase

in SC4 deal directly with language acquisition, international travel and higher education.

Conclusiors

Delphi Technique

A working definition for the term fAglob
results of the Delphi Techniqueeaintended to be generalizable to the larger population
of human resource managers working for transnational corporations and higher
educational institution administrators worldwide, each considered stakeholders in the
effort to defi mpetéeéercéeeomTdgtbbaéxtent tha
a United Nations representative also served on the Delphi panel, the results may also be

generalizable with those working in these fields as well.

Survey

While it is clear that international educatarsd transnational corporation human
resource managers concur on a majority of the knowledge, skills, attitudes, and
experiences necessary to become globally competent, there are several distinct areas of
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disagreement. Additionally, there are several gofmta ¢ h e | o r l&nguagdskillg,r e e
foreign traveletc.) that currently serve as the basis for mogiagdloompetence

certificate programs in the United States, which, according to the populations queried,
should not be thérst priority of global conpetence trainingOther, more important
priorities include attitudes such asllingness to take risks in pursuit of cressltural
learning and personal developmeaetognition that one's own world view is not

universal and ¢éhe ability to display aon-judgmental reaction to cultural difference.
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Chaper V

SUMMARY AND DISCUSSION

Introduction
This chapters organized around the findings of the two research questions posed
in this study First, the purpose of the study and summaries of the methgdarog
findings are presented. This is followed by a discussion of the key findings. Finally,

recommendations for future reseaectd practicare noted.

Purpose
This researclwvas designed as an exploratory study to establish a working
definition oftheé r m A gl obal c 0 nipestdblesmtbeeknowledgenskillst h e n
attitudes, and experiences necessary to become globally competent. The study examined

two research questions

Question1What i s the definition of the term figl
Questio 2: Are there significant differences between the knowledge, skills, attitudes, and
experiences that human resource managers of transnational corporations and international
educators at higher educational institutions believe necessary for attaininig globa

competence?
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Summary of Methodology

Delphi TechniqueMethodology

The researcher conducted a Delphi Technique to determine the definition of the
term Agl obal compet en c participatedafteredentoresgating De | p h i
their ability to meet aleast three of the six established crae(il) have earned a national
or international reputation regarding the implementation of global competence or
internationalization initiatives; (2) have conducted research, published or lectured on the
topics ofglobal competence or internationalization; (3) have earned the equivalent of a
bachel ordos degree; (4) currently or have f
or for a human resource department in a transnational corpor@&jdrave servedsaan
educational official or placement officer representing a national government or student
sponsoring agenc¢y6) have lived or worked outside their home country. Of the 17
participants selected, sevemere transnational corporation human resource masayel
severwereinternational educators. The remaining thpaeelistsselected were nen
Americans who fit the established criteria, but were not employed in the aforementioned
capacities.

The Delphi Panel was polled in successive rounds until an 80%&msus was
achieved. In thcase of thiganel, it was necessary to conduct three rounds. The first
round yielded a 94% response rate. The second and third round both yielded 100%

response rates.
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SurveyMethodology

To establish the knowledge, skilldtimudes, and experiences necessary to become
globally competent, the researcher chose to survey two populdlmiml Competence
Surveys were distributed to each of the 133 representatives from universities that self
nomi nat ed f or roélesofguaccessianCollegesrand Unigersiiel r
|l nternational i zing the Campus 20030 NAFSA:
publication, and each of the transnational corporation human resource officials serving as
members of the National Foreignald e Counci | 6s Expatri ate Man
and Global MobilityRoundtablgapproximately 40 membetstal). Thosetransnational
human resource officials holding membership in the Expatriate Management Committee
represergd companies sending 500 or m@mployees abroad each year and work at
Fortune 500companies. Those transnational human resource officials holding
membership on the Global Mobility Roundtable represgodmpanies sending between
50-200 employees abroad annually.

The Global Competencaufirey was emailed to participants in both groups by
senior administrators in both organizations. This method of distribution was required by
both organizations, thereby allowing the researcher to survey the groups without having
direct accesstoeither@gni z at i on 0 s The first email, seat in tate Amile .
2004, yielded responsés the surveyrom eighttransnational corporiain human
resource managers @) and from 22 international educators (16.5%jeminderemalil
in early May 2004yieldedfour additional responses by transnational corporation human
resource managers (a total of 28.6%) ancdditional 15 responses from international
educators (a total of 27.8%). A second reminder iethanid-May 2004yielded one
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additional response fromteansnational human resource manager (a total of 31%) and
four additional responses from international educators (a total of 3ddthg a

dwindling response rate, the survey was concluded at this@weesampling was not

an option as the entire poptibn was surveyed in both cas&€he suggested sample size

for a population of 43 is 40 respondefKsejcie & Morgan, 197Q)The suggested

sample size for a population of 133 is 97 respond&megcie & Morgan, 197Q)The 13
transnational corporation man resource managers that responded represented 33% of
the required sample size in this desighe 41 international educators that responded
represented 42% of the required sample size in this dédipough below the Krejcie &
Morgan suggested samplesponse rate, the response rate for the study is identical to that

of recent doctoral research using similar populataong subject areas (Deardorff, 2004)

Summary of Findings
Research Questions
Research Question What is the definition of the tering | o b a | competenc
The panel of experts has a strong agreement (82%) that a functional definition of global
c o mp et eHaving anioEen mind while actively seeking to understand cultural norms
and expectations of others, leveraging this gained kngel&alinteract, communicate

and work effectivelyooutside oneds environ

Research Question 2re there significant differences between the knowledge,

skills, attitudes, and experiences that human resource managers of transnational
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corporations and iternational educators at higher educational institutions believe
necessary for attaining global competence?

Overall, transnational corporation human resource managers and international
educators agree on a majority of the knowledge, skills, attitudegxpedences
necessary to become globally competent. However, opinionsediffarseveral aspects.

The highest degree of difference noted amongstittret e ment s was f or
linguistically and culturally competent in at least one language and culti@etio#im
one' s own. 0 T h etestrwithsactaileddelvet aof significande aad found a
significant difference of .014 (p<.02). More specifically, international educators
responded with a mean score of 1.69, or slightly above theangk betwen fAstrongl y
agreeo (1) and fAagreedo (2). Transnational
however, responded with a mean score of 2.62, or slightly above thamge between

Aagreedo (2) ahd BhkettabBoald8)opedbo(d)ahbnd

3t

strongly disagreeo (5).
Responsestotlat at ement @ACel ebrating Diversityo
identical level of statistical difference. Transnational corporation human resource
managers responded with a mean score of 1.38, essentiallycloseo fAstr ongl y aq
to fnagree, 0O whereas international educator
a N20 or fAneutralo rating. A .015 |l evel of
The two groups of respondents also diffenden it came to thet a t e 1BSgeakt A
English and at | east one other | anguage. 0

statement, noting a mean score of 2.05. Transnational corporation human resource
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managerslid not agree as stronglgosting a mean score of 2.69. A .018eleof
significance (p<.02) was ned.

Thest at ement AKnowledge of current worl d
of difference of opinion between the two groups. Educators were more likely to either
Astrongly agreeo or dra gransnatioral corpotatiomhygmaa 1 . 3 4
resource managers were more inclined to ratetthet e ment ¢l oser t o fdag

mean score of 1.69. A-test with a 2tailed level of significance of .026 was noted.

Discussion of Key Findings

Seekingi G| obakt Ebomp o

The race to create universigvel programs in America that are designed to
produce globally competent graduates is clearlyPsograms of this nature aaetiveor
are about to open in sites such as The University of Delaware, Cleveland State
University, Boston College, Lehigh University, and at least nine other universities across
the United State$Vhile the terminology is not uniform (some universities offer global
competency certificates, while others offer global literacy or global citiedificates),
the intent to produce globally competent graduatesiaent

This push for certification efomesoruni ver
the heels oB r o a(IP@8yobservation that nével managers, chief executive officers,
and human resource professionals consistently state their need for college graduates who
are Aknowledgeabl e about the global enviro
facile in the cultural di versity tweenent ai l
businesses and institutions of higher learning to certify that college graduates have the
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skills necessary to thrive in a global workforc&atterlee (1999) advocated that
universities must create international partnerships with other univerbiligagesses, and

industries to develop global competence training programs.

Bikson, Treverton, Moini, and Lindstrom (2003) concurred, suggesting the need

for a globally competent workforce spans all organizations that strive to do business in an

international environment.
The American Council on EducatigACE) echoed the call for the establishment

of a partnershipandexpanded the linkage gvernmerg as well, seekingp ensure that

American graduates are a figl o88p WACEawar e a

alsosuggestdt hat gl obal competence dwil |l mnhance

the global economy
It was a combination of Broad (1998), the ACE (19@8)dBikson, Treverton,

Moi ni, and L i padhsrship sugggsidahdt dnte3o)seek to unite

educators, and those in need of their product (business people), under a commonly agreed

upon definition for the term fAglobal compe

Defining AGl obal Competencebo

As demonstrated in Chaptier there are more than a doztafinitions of the term
Agl obal competenceo currently in use.
university staff members seeking to crelesecertificate programer niche curriculum
The definition proposenh this studyexpands on thiew researchbased attempto

establish a meaning of the term
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While researchers such as Satte(lE#99)andOlsen and Kroeger (2001) polled
groups of university staff and faculty or business leatdedgtermine the definition for
the term A gl,oobvarlbefacedhadsaeniorentemational educators,
transnational corporation human resource managers/directors and others with significant
international qualifications and experience been asked to create a definition of a term
Agl obal ¢ o mpehtheyreack straggld to quantifyh yet aspire to be.

Olson and Kroeger (200tonducted a survey of 52 New Jersey City University
faculty and staff, using Milton Bennettds
Sensitivity (1998), to determine the relatibipsbetween global competence and
intercultural sensitivity. Olsen and Kroeg
competence, 0 as a person who Ahas enough s
understanding, and intercultural communication skills to affelstinteract in our
gl obally inter de pldndeenn ta nwdo rKirdode g(epr.6 s1 1d7e)f.i n i
similarities to that proposed intiudy Their phrase fAsubstanti a
knowl edgeo could easily be comdihaddered in |
definition pr olpavirgardopen mind while activelaseekiag tai
understand cultural norms and expectations of athérs Bot h suggest t hat
competent per son dndsedktohbreEgrstanddother auktutes and e | f
traditions with a distinct intellectual curiosity.

The Stanley Foundatiaiesearchwhich partially paralleled the current research
in that itfacilitateda Delphi panel consisting of university educators and government
officials to determine the defindin of t he term figl obal compet
mean fan appreciation of complexity, conf
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and theinterconnectedness between and among humans and their environment. Globally
competent citizens know they hean impact on the world and that the world influences

them. They recognize their ability and responsibility to make choices that affect the
futureo (Il TheeBhahlegO0OBB8Uundati onds proposal
recognize the importanad the interconnectedness of society and the need to recognize

thatper i pher al Il nfl uence i mpacts oneds per spe

Research conducted bYilson and Daltor{1997), who concluded that perceptual
knowledge (opemindedness, resiste@ to stereotyping, complexity of thinking, and
perspective consciousness) and substantive knowledge (of cultures, languages, world
issues, global dynamics, and human choices) were integral components of the definition
for fAgl obal c 0 mpatet knkages td thexdurseiot stutly n pantisutar,
the reference to opemindedness stood out in both the Wilson and Dalton study and in
the current research.

The opermindedness aspect of this current research also related to Curran
(2003), who suggestdtat the definition of global competence also include the
importance of reflecting on a new culture by mindfully considering the culture on its own
merit, without making judgmental comparison to stereotypes one may already hold.

While aspects of thpropoddefinition have been raised in previous research,
none demonstrated the inevitable link between thought and deedobiety as driven as
that in the United Statethe expectation exists that learning must result in productivity
and capability. Theefinition posed via the current findings recognized the importance of

positive fioutputo and suggested the need f
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When consideringhe creation of this definitigrit is important to note the high
level of concurrence notdbpenm ndedness, 0 i n t heDelphi oposed
panel viewed open mindedness aeasenél frame of mindwhereby people approached
a new situation or environment with a distinct willingness to accept information and
stimuli on face value, keeping eatreous perspectives artdreotypes at bay. This
mindset, echoed in the survey findingpwedfor situational decisiomaking rather
than decisiormaking based on previous thought or conjecture.
There is &0 adistinct achievemertased undertone toishdefinition. During the
Delphi Technique, transnational corporation human resource managers who served as
panelists felt strongly that it was not enoungérelyto haveability T one must prove
he/she has the capability by demonstrating successful outdgoregher a business or
academic settingrhe proposal of such a definition allowed tioe presentation of the
interplay between the philosophical and tangible aspects noted and perceived as critical.
While it is important to lay the groundwork for dission, it is also essential to
realize that others may view global competence in varying perspedtivigbt, speaking
in humble terms about her proposal of an updated definition of the term
Ai nt er natdin @003l Al ztahtoiuognh |1 t piiage) tHatrthere wil( lisetyd appr
never be a true and universal definition, it is important to have a common understanding
of terms so that when we discuss and analyze a phenomenon we understand one another
and also refer to the same phenomenon when advgdatimcreased attention and
support from policy mak dmopethathislproposedd e mi ¢ | e

definition of t he pto@demsimilgrllecebolclarityc o mpet enceo



Global Competace Education

Just as there are numerous defimmtns f or the term fAgl obal
in use, there are also numerous proposals regarding the knowledge, skills, attitudes, and
experiences necessary to become globally competent (Stanley Foundation and ACIIE,
1996; Bikson, Treverton, Moini andridstrom, 2003Brustein, 2003Adler and
Bart hol o mdmwsdack olcdr@zrgnce on the aspects necessary to become
globally competent has led to the fractionalization of program foci, which differ
dramatically from institution to institution, dep#ing on the approach employdtbr
example, Duke University, spotlighted by NAFSA: Association of International
Educators in its annual Al nternationali zin

focuses much of its internationalization efforts on offgiiis students a choice of more

than 100 study abroad | ocations to help bo
Kapi 6ol ani Community College, also feature
student 6s gl obal C 0 mp e emenegioral Ipnguagesasucah &si on o n

Tagalog, Samoan and Hawaiian.

While there is no right or wrong approach in this rapidly evolving field of study,
consensus on tHaowledge, skills, attitudes, and experiencesessary to become
globally competenivould allowfor uniform educational goals, directed funding, and the
setting of national standards to determine that stadeve a sufficient grasp of each
competency.

The current research intended to demonstrate the differences in perspective
between internatiom@ducators and transnational corporation human resource managers
in regard to th&nowledge, skills, attitudes, and experiencesessary to become
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globally competentContrary to researcher expectations, there was a high level of
concurrencdetweerthetwo populations surveyedjakingcommonality of thought

much more worthy of recognitigmather than the few areas of difference.

Understanding of Self and Others

Based on the findings of this study (those receiving a grand mean score of 2.0 or
lower (with 1.0 being the lowest) deduced that an understanding of cultural norms and
expectations of others and an understanding of one's own cultural norms and expectations
received the highest level of concurrence between the two groups. [gatbdgroups fie
t hat an und e rowncaltoreandrag openfmindedness ® other cultures was
guintessential to becoming globally competéngrand mean score of 2.0, according to
Roberts, 0 wa-sffpaint eoting tha respantients aither stigragreed or
agreed withthet at ement 06 (per sonal communi cati on,

Bikson, Treverton, Moini and Lindstrom (2003) also proposed interpersonal skills
as an important aspect of becoming globally compgbentdid not demonstrate the need
to look inwardas well as outward.

Findings based on this current research align closely with the Stanley Foundation
and ACIIE (1996) study, four stages in the development of a globally competent learner.
According toThe Stanley Foundation and ACIIE research, the $tegje involved an
awareness of oneds own culture and exposur
values and attitudes from a variety of different perspectigsosing students to
difference of thought, race, color, and creed creates a mindsdiftbance is the norm,
something to be consciously aware of yet open to. This suggestion is an expansion of
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coursework designed by Baughn (1999) and current simulation training programs
conducted by HuntgP004)for use with students in middle schooldabgh university

years

Gaining a Broad Understanding
Based on the findings, it ids@ criticalto establistof a broad understanding of
the concept of globalization, current events and world histooyder to become globally
competentOnce apersorehs est abl i shed an understanding
to |look outside oneds own world and recogn
history, economics, the environmeand similar topics
Bikson, Treverton, Moini and Lindstrom (2B)) whose research population most
closely mirrors that of the current study (135 human resource managers and senior
managers from 75 fgprofit and norprofit companies), also proposed strategic
international understanding in a global context as an irapbaspect of global
competence.
Both findingsp ar al | el The St anl e3096)hrdistageaot i on ar
global competence development, which reciine learner to gain a heightened
awareness of history and world events, particularly as theig telgolitics, economy
and geography-lowever, the current research stresses the importarsgstein thinking,
of recognizing the interconnectedness of history, world events, politics, and related
topics. For example, an increase in car ownership inaGdan have a tremendous impact

on profits for American car makers, while at the same time the cars produce more
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exhaust, further compromising the air quality of the already heavily polluted nation and

geographic region.

Collaboration and Assimilation

Theresearch found thaapacitiesuch as thelality to collaborate across
cultures the dility to identify cultural differences in order to compete glohathe
ability to live outside one's own culturand siccessful participation on projectiented
academic or vocational experience with people from other cultures and tra@iteaiso
necessary to become globally compet@&hts finding parallels The Stanley Foundatti
and ACIITEGs (1996) second stage of gl obal
enhancement of intercultural experiences and advocated the learner have direct
experiences with people from other cultures.

The current research also concurs with Adlerd Bar t hol omewds (19
that crosscultural interaction and collaboration are essential to global competence
development. The current study expgandot only on Adl er and Bart
population involved but also by adding knowledge, attitudkexperience categories.

Adler and Bartholomew conducted a survey of 50 firms headquartered in the United
States and Canada. While there may have been some overlap in the companies surveyed,
| focused specifically on transnational corporation human resgnanagers and

compared their perspectives with those of international educators.

The current study differsom both Adler and Bartholomew and The Stanley
Foundation and ACIIE researaithat there is aachievemenbased undertonéerived
during theDelphi Techniquend consistently supported by those responding to the
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survey.Those surveyed notexhe must prove he/she has the capalihtyarticipat on
projectoriented academic or vocational experience with people from other cultures and
traditionsby demonstrating successful outcomes in either a business or academic setting.
Language and Cultural Comsfence

While respondents agreed that linguistic and cultural competence were important
aspectsn becoming globally competertioth were rated lowehan the aforementioned
knowledge componentskills and attitudesBoth were rated agrandmean scores higher
thanthe established 2.0C"herefore, when designing a global competence progham,
current research suggestss emphasis should be puttbe combination oforeign
language acquisition and cultumpetence.

This finding is contrary to that presented by Bikson, Treverton, Moini and
Lindstrom ( 20 0ffund thatioreigrolanguage acquasition a&s essential to
becoming globally capetent.

Thisresearch also rejects the supposition proposed by most universities offering
global competency certificates that the foundation for becoming globally competent

rested on learning a second langu@geeen, 2003)

Experiences
Of all thestatements proposed to those being surveyed, respondents favored those
in the Experiencecategory the leasGtatements such a%:lKowledge and experience
gained from a single, loAggrm experience abroad (6 months or lohger Knowdedge
and experience gaiddrom multiple shorterm trips abroad to \eariety of countries
scored above the established grand mean of 2.0. In essence, theejeailtie
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presumption that the current American university trend of sending students abroad for a
single longterm experience, or a series of shoetm experiences (less than six months)
provides students the experiences necessary to become globally con{pt&sA,

2003) However, many of the Skills statements imply experiences such as foreign travel

and direct contt with those representing other cultures.

Bachel or 0 BsEfuevalente e or

Beyond rejecting those aspects considered fundamental truisms or trends, this
research also called into questiondssumption hat 1t i s essential t
degreeas essentiab become globally competeesults from the current research
notedthest at emamihi Mg a bachel ordéds degree or 1ts
grand mean threshold.

Although an indirect comparison, those university students pattiagpa the
PreTest/PosiT e st aspect of this survey al so not ec
critical to becoming globally competent, despite the fact that they were currently paying
tuition at universities which strived to train them to becomeailpltompetent. This
finding allowedfor the consideration that global competence training can be done outside
formal higher educational institutiondowever, it does not dismiss the value of earning
such a degree or its eownlieduaatiomaigrowdhandi t pert
development.

Concurrenceén, or objection tothis finding does not appear in current literature

on the topic.
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Computer Capability

Also important to note isthattlse at e ment fAComputer capabil
processing, Interngétc)0 al so f el | bel ow the 2.0 grand
not considered an essential component of becoming globally competent. Curiously, the
same lack of support for tlseatement was demonstrateddpmputersavvyuniversity
level studentsvho participated in the PfEest/Posi{Test phase of this resear&gain,
this does not dismiss the need to | earn co
is taken nearly for granted that those applying for skilled jobs in most Westerniesunt

have at least a foundational level of computer experience.

Becoming Globally Competent

Because of the high level of concurrence on the knowledge, skills, attitudes, and
experiences necessary to become globally competent between the internaticatareduc
and transnational corporation human resource managers, commonality of thought is much
more worthy of recognition, rather than the few areas of difference. Based on the findings
of this study (those receiving a grand mean score of 2.0 or lower (Witkeihg the
|l owest), I am proposing a AGlI obal Competen
must have these knowledge, skills, and attitudes in order to be considered globally

competent:
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Figure 1: Global Competency Check List

Knowledge
An undersanding of one's own cultural norms and expectations
An understanding of cultural norms and expectations of others
An understanding of the concept of "globalization”
Knowledge of current world events
Knowledge of world history

Skills/Experiences
Successful participation on projemtiented academic or vocational experience with
people from other cultures and traditions
Ability to assess intercultural performance in social or business settings
Ability to live outside one's own culture
Ability to identify cultural differences in order to compete globally
Ability to collaborate across cultes
Effective participation in social and business settings anywhere in the world

Attitudes:

Recognition that one's own worldview is not universal
Willingness to step outside of one's own culture and experience life as "the other"
Willingness to takeisks in pursuit of crossultural learning and personal development
Openness to new experiences, including those that could be emotionally challenging
Coping with differat cultures and attitudes
A nonjudgmental reaction to cultural difference
Celebrating diversity
Summary

As previously stated in Chapter V, a conservative decision mgkocess led to
the establishment of a grand mean score of 2.0 or logirg used taletermine which
statements were chosen for inclusion in the Checklist. If a grand seceasof 2.25 or
lower were used, each of thBatements above falling outsidestR.0 grand mean
thresholdsvould have been included the Checklist

While there are many parallels to previous research, the current study expanded

upon its predecessors populations surveyed, and determined in more elaborate detail the

components propes as the knowledge, skills, and attitudes necessary to become
11t



globally competent. While some researchers noted experiences necessary to become
globally competent, this survey did not identify any in $tatementategory.
Similar t o #aemaptegadding th{edproposal)of a definition, |
suggest that further research on the knowledge, skills, attitudes, and experiences
necessary to become globally competent, conducted using similar panelists or those
otherwise concerned with achieving globampetencemay yield additional clarification
or valued perspectives on the topic.
Recommendations for Future Research

Based on the findings of this study in context of the broader research literature, the
following recommendations are offered to guideufa research on the topic of global
competency.

1. Future research should seek to deterrasiditionalexperiences necessary to
become globally competent.

2. This study should be replicated using different panelists/populations to facilitate
comparative analysi of t he definition of Agl obal
skills, attitudes, and experiences necessary to become globally competent
proposed in this stud$uch panelists/populations should include those where
Americans are not the majority, amongsivensity presidents/provosts, amongst
United Nations NorGovernmental Organizations, etc.

3. Upon completion of a replication of this study using the aforementioned
populations, a comparative analysis should be conducted between the current

study and the rejgation.
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4. Future longitudinal research should focus on current global competence certificate
programs and their Aoutput, o0 in compar:.
5. Future research, in the form of case studies, should be conducted with
transnational corporams noting a low rate of failure amongst employees sent on
international postings, to determine the causes for/training behind such success
rates.
6. Future research should be conducted to explore the specific sectent

knowledge one needs togsess iorder to become globally competent.

Recommendations for Practice

Based on the findings of this study, in context of the broader research literature,
the following recommendations are offered to guide practice of educators and those in
business.
1. Resuls of his study could be used as the foundation for the creation of a model for
becoming globally competent.
2. Results of this study could be used to create a curriculum for global competence
programs/certificates.
3. Training students to achieve an ursti@nding of cultural norms and expectations of
others and an understanding of one's own cultural norms and expectations could begin as
early as elementary school by incorporating intercultural communication theories and
simulations into the curriculum. Egping students to difference of thought, race, color,
and creed at a very early age creates a mindset that difference is the norm, something to
be consciously aware of yet open to. These simulations should put students in a position

117



where they are givenégh opportunity to view |Iife from t
students age and mature, these simulations can become more challenging, purposely
expanding the studentabatdiffeeicer ance for and
4. Students and employees should tagy be required to participate in cressltural or
crossnational projects designed to simulate mrdgial, multiethnic work groups that

these individual are likely to encounter as members of the global workforce. The

intention of affording such expgare is so they can become accustomed to working in

such environments and view them as commonplace.

Final Thoughts

Lehigh University President Gregory Farrington recently introduced the
Abackpacko concept during theabhn@btunzement
certificate program at the Universiggersonal communication, 2004Jis analogy of a
backpack served to indicate that any student, in any major, could add a series of courses
and experienceasito his/her intended course of study and stildgede within four years
ifall while earning a certificate in AGI obal
could be offered to students seeking a cer
could serve as training and reinforcement for the aspégisbal competence not
provided for in k12 education.

While | recognize that the findings not
becoming globally competent,-K2 and higher education are the natural preparation
grounds to begin global compete training, which should continue as one ascends into
professional life.
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Without the mass production of globally competent employees, those predicting

the end of the American century may very well be right.
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