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Background

COMPETENCE
AND
TECHNOLO!

ECONOMIC
DEVELOPMENT

* National culture, leadership, personality, and economic
factors influence innovation

e Rising Importance of innovation in Al and remote work
C O n t e Xt SOCIAL Er:gsRAPHlC

e Al revolutionizing the innovation ecosystem, but don’t
forget RW

e Successful Al and remote work integration depends on
supportive frameworks

* Multidisciplinary approach: cultural factors, leadership,
personality, economics, strategy, ...

e e Global
9 Innovation

The Five-Factor Index 2023

Model of in

Personality
Across Cultures

Tortois=-

The Global
Al Index




Innovation

Innovation as renewal, modernization, and
change

National innovation as determinant of economic
prosperity

Countries nurturing creativity, adaptability,
entrepreneurship show higher innovation

Interplay of culture, personality, and leadership
influences innovation approach

Additional important

* Governmental policies, education,
international collaboration, ...

COMPETENCE
AND
TECHNOLO:

&3

Financing

ECONOMIC
DEVELOPMENT

General
environment

Education

INNOVATION

GLOBALIZATIO!

POLITICAL
ASPECTS

SOCIAL EMOGRAPHIC

ASPECTS ASPECTS

Top three innovation economies by region

Latin America Sub-Saharan Africa* Northern Africa and South East Asia,
and the Caribbean Western Asia* East Asia, and Oceania
1. Brazil L. South Africa L. Israel I. Singapore 1
2. Chilew 2. Botswana 2. United Arab Emirates 2. Republic of Korea
3. Mexico 3. Senegal & 3. Tiirkiye 3. China

Northern America Europe Centraland

Southern Asia
1. United States L. Switzerland 1. India
2. Canada 2. Sweden 2. Iran(Islamic
3. United Kingdom Republic of)

3. Kazakhstan ¥




Culture

GLOBE Study and Edgar Schein's work on culture

Interplay between national and organizational cultures

* National culture = country level

* Organizational culture = organizational level

Culture generally a pattern shared assumptions, values,

and beliefs which helps communities solve external and

internal problems

Leadership's role in shaping organizational (mainly, but — —

not limited to) culture and visa versa pomer Shold b shared sty

GLOBE StUdy: CUIturaI dimenSions impaCting |eaderShip In-Group Collectivism Level at which a society values cohesiveness, loyalty, and pride, in thewr families and

Cultural (practice) dimensions related to innovation | e okt s v ., e, e,

[ Futu re Orientation (+) Assertiveness m:cialsklllsurastyle of responding amenable to traning or as a facet of
Gender Egalitarianism Level at which a society values gender equality and lessens role differences based

* Institutional collectivism (+)
* In-group collectivism (-)

e Performance orientation (+)
e Uncertainty avoidance (+)

Note: The definitions are derived from: Honse R.J. and Hanges P.J., Javidan M., Dorfman P.W., Gupta. Culture,
Leadership, and Organizations: the GLOBE Study of 62 Societies (Thousand Oaks, CA: Sage, 2004).



Leadership

Culturally endorsed implicit leadership theory

Individuals hold cultural influenced beliefs “how”
leadership should look like (leadership attributes)

6 Globe leadership dimensions

Understanding culturally endorsed leadership styles

is highly important if one wants to lead efficient

GLOBE Leadership dimensions related to innovation

Participative leadership (+)
* Involving others in decision making, flexible

Team-oriented leadership (-)

PARTICIPATIVE TEAM-ORIERATED
= ~— LEADERSHIP

LEADERSHIP

* Collaborating, integrating,
diplomatic

Note: Mediation effect of cultural
practices

Future

ingroup | | Instituti onal Performence
Orientation [ c

Uncertainty
Avoidance

.87 -78 .67 by s 91

Innovation related P
national cultural practices

Regions where leadership dimensions are widely
endorsed

Endorsed in Eastem European and Germanic
clusters, although effects were marginal, weaker
endorsement in Latin American cluster.
Endorsed in all regions, but particularly in Anglo,
Asian, and Latin American clusters; weaker
endorsement in Arab cluster.

., Endorsed particulary in Anglo, Asian, and Sub-
. Sahara African clusters; less so elsewhere.

Wide variations in endorsements across all regional
clusters.

Endorsed in all regions, but paricularly in Anglo,
Asian, and Latin Amencan clusters; less so in Arab
cluster,




Personality

Big 5: Quite stable and universal, some argue even
“biological based”

Personality traits have a meaningful geographic distribution

National-level personality traits show substantial

auneE c
. . . (=)
correlations also with national culture B:gFf)y’e -
traits Q5\_\ (7)
Previous research showed strong positive relationship of & &
. . '
national innovativeness and i &
S
e Agreeableness Agreeaplene®
* (Openness to experience —
Note: Mediation effect of cultural practices
Future In-group Performance Uncertainty
| Orientation Collectivism Onc:uhcm A\gvldance
Openness to Experience [ — i e e e
Curiosity Collaboration ‘*‘"\—\::. i‘:’
( ity C 7 ﬁ:;v-o\'a(ion-rclat.e&\\
s+ AN National Cultural N,
! ;/,/// ~__Practices _~ \\>‘
G r-:l'.".jr.h Mindset ] Agrecableness L\ " /h;';m‘m;:.;;!g\\ p— H/ /-/ o \\\k}‘::’;‘:‘l’g‘;
Imagination Y Openness to k/p\“uin:l,:w I/y/ \\._\lmw\.amm; \’4?\,‘ Creative
Kindness Experience — i Outputs

Trustworthiness




Strategy

e Artificial intelligence and remote work integration
requires navigating new institutional frameworks

* Being able to “cultivate” Al and RW related resources
e Transaction cost theory
* Compliance costs as transaction costs

e Strategic shaping of factors to reduce long-term
transaction costs

Resource-based view

* Al capabilities and RW proficiency as potential
strategic assets

* Importance of data infrastructure, cybersecurity,
virtual collaboration processes

e Risk of obsolescence for those lacking Al and RW
resources

* Note: Mediation effect of institutional framework

H |

Types of transaction costs

Types of transaction
costs

[ 1
Search costs Bargaining costs Enforcement costs
Costs incurred for searching Costs associated with Costs rglated 1o ensuring all
and gathering information, negotiations under both parties comply to the
recognising potential sources parties settle on a final contract and policing of the
of purchase etc. agreement. transaction

> wallstreethiojo

Transaction Cost Theory

Factors Impacting
Transaction Costs

Bounded Rationality Opportunism

Frequency

Uncertainty

Asset Specificity

Firm choices
value
Resources and Firm rareness Sustainable

Capabilities Heterogeneity imitability
substitutability

Advantage




Sample, Data & Method

Data Analyzed (Details > Appendix)

GLOBE Study and Global Innovation Index: N=54
countries

Personality Profiles: N=34 countries
Remote Work Index: N=50 countries
Al Index: N=39 countries

Complete data from all sources: N=26 countries

Triangulation of 5 independent data sources

Elimination of common method and source bias

Avoidance of ecological fallacy

INTERNATIONAL AND CULTURAL PSYCHOLOGY
Series ebtor: Anboey . Marela

Culture, . Global _
Lencinratie The Five-Factor T
nizations Model of e
LOBE Study of 62 Soc n‘(x"-‘ uncertain t\,’

Personality
Across Cultures

Robert J. House
Paul J. Hanges
Mansour Javidan
Peter W. Dorfman
Vipin Gupta

Tortois=-

The Global ¢ &
Al Index s
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Sample, Data & Method

GS PP Gl RWI All All GS PP Gl RWI All All
Albania ® ® ® Japan ® o ® o [ ] [ ]
Argentina ® ® ® @ ® ® Kazakhstan ® ® ® ®
Australia ® L ® L ® L Korea ® [ ] [ [ ]
Austria ® e ® [ ® ® Kuwait ® ® ®
Bolivia ® ® ® Malaysia ® ® ® ® ® ®
Brazil ® L [ [ @ L Mexico L L L L [ [
Canada ® [ ® [ ® ® Moroco ® ® [ [ [ [ ]
China ® L ® L ® ® Namibia ® ® ® [
Colombia ® [ [ [ Netherlands ] ® [ ] [
Costa Rica ® ® ® Newzealand ® ® @ ®
Denmark L L [ L] @ ® Nigeria L L L L [ [ ]
Ecuador ® ® ® Philippines ® ] ® [ ]
Egypt ® o ® ® Poland ® [ ® [ ® [
El Salvador ® ® [ ] ® Portugal ® o ® o ® [ ]
Finland ® ® ® @ ® ® Russia ® ® ®
France ] ] ® ] Singapore ® ] ® ] ® ]
Georgia ® e ® e Slovenia ® ® [ ] ®
Germany ® ® ® ® Southafrica ® @ ® ® [ ] [ ]
Greece ® ] ® [ ] [ ] L Spain ] ® [ ] ®
Guatemala ® ® L Sweden ® ® ® ® ® @
Hong Kong ® o Switzerland L ® L ®
Hungary ® e ® [ ® ® Thailand ® ® ® [ ]
India ® ® ® ® Turkey ® ® ® ® ® ®
Indonesia [ ] L] [ @ o ® UK ® [ ] [ [ ] [ [
Ireland ® ® ® ® ® ® USA ® [ ] ® ® ® [ ]
Israel ® L ® L ® L Zambia ® ®
Italy ® ® L4 ® Zimbabwe L4 ® L ®




Results
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Indicator 1 2 3 4 5 6 7 8 9 10 1 12
1.Institutional Collectivism -
2.In-group Collectivism - 37HE -
3.Future Orientation SOF* -.54%* -
4. Performance Orientation - 48F* -.34% H3FER -
5.Uncertainity Avoidance A% -G -G GEEHE -
6.Participative leadership -.12 - ARk 25 .10 .24 -
7.Teamoriented leadership -.33 .26 -.24 -27% -35% -.16 -
8.0penness to experience A5 -.68 -.02 -.03 .09 .10 =22 -
9.Agreeableness -.01 -20% -.14 .03 21 -.10 A5 =31 -
10.GII A5%%* - 5TEE SgHE A5k -.GLEE* 34% =37 11 20 -
11.RWI A0** -.50%%* ALH* 20% -.53%%* 34% =37 28 .16 BEFH* -
12.ATT -40% - 43%* AG** A5%* - 46* 32% -.15 18 .03 BO¥E* -.66%* -

Notes. Pearson correlations. Two-tailed significance. Sample Size is N=54 (GS, GII), N= 34 (PP), N=45 (RWI) and N= 39 (AIl). * p < .05. ** p<.0l. *¥** p < 001.

Cultural Practices and Innovation
*  Uncertainty Avoidance: Positively correlated with GllI, RWI, All
. Institutional Collectivism: Positively correlated with GlI, RWI, All
* In-group Collectivism: Negatively correlated with Gll, RWI, All
. Future Orientation: Positively correlated with GlI, RWI, All

. Performance Orientation: Positively correlated with Gll, RWI, All

Leadership Dimensions and Innovation
Participative Leadership: Positively correlated with GllI, RWI, All
Team-oriented Leadership: Negatively correlated with Gll and RWI

No significant correlation between Team-oriented Leadership and
All

Personality Factors and Innovation
Openness to Experience: No significant correlations with GlI, RWI, All

Agreeableness: No significant correlations with Gll, RWI, All
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Switzerland

RW: > A between Gll, RWI and Aii: China and India; < A between GIl, RWI and Aii: Australia and France
RW: > A (high RWI and low All) are found in Spain and Portugal ; > A (high All and low RWI) are found in India and China.

RW: European countries: RWI > Gll; Asian Countries: RWI < GlI

No European country is situated below the line, no Asian country is positioned above the line | Netherlands

Al: No clear geographic distribution regarding Aii compared to RWI

RWI > Gll

Germany

Finland
RWI < GlI

China

India

Indonesia

Aii > GlI
China
India
USA

Aii< GlI
Switzerland
Sweden
Netherlands




Results - Summary

Globe study cultural practices

(all indices)

12

Uncertainty Avoidance (+), Institutional Collectivism (+),
In-group Collectivism (-), Future Orientation (+),
Performance Orientation (+)

Globe study leadership

Participative Leadership (+ with all indices)

Team-oriented Leadership (- with Gl and RW, no Al)

National personality profiles

(all indices)

Openness to experience (no)

Agreeableness (no)

High dispersion (A) between indices

China, India, Israel, Portugal, Spain

Low dispersion (A) between indices

Australia, France, Finland, Japan, Italy

Aii & RWI above Gl|

Germany, Canada, Australian, Spain, Poland

Aii & RWI below Gl|

Switzerland, Sweden, South Africa, Turkey, Indonesia

RWI high, Aii low

Spain, Portugal, Denmark, Greece, Sweeden

Aii high, RWI low

China, India, Israel, Singapore, Switzerland



Discussion — Interpretation of Key Findings

Cultural Practices

e Societies with higher uncertainty avoidance, institutional collectivism, future
orientation, and performance orientation tend to be more innovative

* These societies are also better prepared for remote work and Al adoption

* In-group collectivism appears to hinder remote work readiness

Leadership

* Participative leadership styles positively associated with innovation, remote
work readiness, and Al adoption

 Team-oriented leadership shows negative relationship with innovation and
remote work readiness

Personality

* National personality profiles may not be strong predictors of innovative
capacity, remote work readiness, or Al adoption




Discussion - Implications

Sustainability
* Opportunities Energy Efficiency, physical infrastructure, commuting
* Challenges: Energy Demands

» Aligning Al and RW strategies with environmental, social, and governance principles may
be crucial for achieving long-term sustainable ecologic, social, and economic prosperity

Competitive advantage

* Al and RW are catalyzing the rise of decentralized, globally distributed network
organizations and decentralized autonomous organizations

* Al automation enables lean, flexible operations with minimal bureaucracy, while RW
facilitates tapping into global talent pools.

* Those strategically cultivating these Al and RW capabilities and competencies may
achieve innovative structural advantages

New Forms of collaboration — Advancement
* Al drives digitalization by enhancing automation, decision-making, and efficiency.

* As Al evolves, its influence on digital transformation is expected to deepen, shaping the
future of technology-driven economies and societies.




Discussion - Recommendations & Further Research

Societal level
Meaningful and favorable regulatory and statutory framework conditions are
elementary

Fostering of open, free-thinking mindset, along with positive, performance-
oriented attitudes and supportive, non-restrictive rules informal rules and

frameworks seem promising

Organizational level

Leaders must provide clear direction and the right amount of guidance to highly
skilled employees who are essential for innovation.

As Al and RW proliferate, leadership styles, organizational cultures, corporate
education strategies, and personnel selection criteria must evolve.

Cultivating psychological safety, upskilling for human-Al collaboration, and hiring
for adaptability will become paramount.

Individual level

Embracing a learning mindset and adopting to the new and agile environment
are important basic competences.

Individuals must embrace lifelong learning, cognitive flexibility, curiosity, and
questioning norms




Discussion — Limitations & Further Research

e Limited country selection may restrict generalizability

e Further qualitative and quantitative analysis
* Longitudinal studies to understand evolving relationships

* E.g. expertinterviews, cluster analysis and structural guotation modelling

e Fast changing VUCA world

» Actuality of measures and indicators of latent constructs (culture,
personality, education)

* Changes and developments regarding remote work and general new forms
of collaboration

* And, of course, the rapid, revolutionary changes and developments brought
by artificial intelligence
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