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Al, Culture and The Future
of Global Leadership:
Introduction of Issue 2

Welcome to this issue 2 of The Intercultural Edge:
Communication, Business and Al, the flagship bilingual
briefing of the International Research Hub on Intercultural
Communication, Business and Al. Designed as a research-
plus-practice publication, the briefing translates cutting-
edge scholarship into actionable insights for executives,
policymakers, educators and technologists working at the
intersection of culture, commerce and technology. It is fully
bilingual (English-Chinese) and aligns with the Hub's three
pillars: Intercultural Communication, Business, and Al.

Why this theme

This issue centres on Al, Culture and The Future of Global
Leadership — a defining challenge for multinational firms,
institutions and leaders operating across languages,
values and governance systems. Al is rapidly transforming
how global organizations lead, decide and collaborate. Yet
efficiency alone does not guarantee effective leadership.
As Al embeds itself into decision making, communication,
governance and education, cultural context no longer sits
at the margins; it becomes central to how trust, authority
and leadership function.

Who it's for — and how to use it

+ Executives: Use our frameworks to audit Al mediated
communication, redesign governance and balance Al
empowerment with human judgment.

+ Leaders: Navigate Al translation tools wisely and
apply cross cultural insights to avoid trust gaps in
global teams.

+ Educators: Adopt our post digital leadership framework
to responsibly integrate generative Al into teaching
and governance.

+ Technologists: Draw on evidence reviews and data
trends to design more inclusive, culturally adaptive
Al systems.

Each issue integrates empirical research, real world cases
and practical guidance ready to use in strategy, leadership,
education and daily management.

We hope this issue equips you to lead with cultural
intelligence in the Al era — and to turn the intersection of
Al, culture and global leadership into a sustainable
competitive edge.
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Editorial Lead Insight | Al, Culture, and the Future of Global Leadership

FREAR | ATERE XUELEKASHHIRE

This lead article by our founding editor Dr. Xiang explores how Al reshapes global leadership, identifies
culture as a key factor in Al governance, and advocates Al-augmented leadership with cultural adaptation.
RRBCITIEHEIHF LS, RITAWRIEE2IKMNT ], EE XV RALSIEN KRB E S, HESAIG
BAMS N5 XSRS G,

Case in Point | When Al Starts to Replace the Boards

RHIRE | HAFERKESS

Based on game-theory research, this article analyzes Al's impact on CEO-board governance and proposes
improvement strategies with cultural considerations.
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Evidence in Review | Cross-Cultural Leadership in the Al Translation Era: The Dual Game of Efficiency
and Trust
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This article reviews the dual effects of Al translation on cross-cultural communication and proposes the
AI-CQ framework to balance efficiency and trust.
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RENE | BRFHRHKERETOSH
Education Spotlight | University Leadership in the Post-Digital Era

This article examines challenges brought by generative Al to universities and proposes a leadership
framework balancing technology and humanities.
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Data Spotlight | The Global Evolution of Digital Leadership Research

FREIE | BFHAS AR LIRS

Using bibliometric analysis, this article traces digital leadership research and highlights differences
between Chinese and international studies.
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Language and culture corner | IE= 53Xt

This corner explains relationship-oriented workplace expressions in Chinese and their cultural logic by
comparing with English.
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Further Reading | ¥&%%Ei5%:

Controversies and Realities of Confucius Institutes is a first-hand book that reveals the real operation,
dilemmmas and controversies of Confucius Institutes.
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Editorial Lead Insight:

Al, Culture, and the Future of Global

Leadership

The next phase of global leadership will not be defined
by faster algorithms or larger models. It will be defined
by whether organisations learn to treat culture as a
strategic variable in the design, governance, and
everyday use of Al.

This is no longer a theoretical concern. As Al becomes
embedded in decision-making, performance
management, customer engagement, and internal
communication, it is quietly reshaping how authority
is exercised, how disagreement is expressed, and how
trust is built — across languages and cultures.

The central question for executives is therefore not
what Al can do, but how Al is shaping human
relationships at scale.

From Efficiency to Relational Risk

Most corporate Al strategies still prioritise efficiency:
speed, standardisation, and optimisation. Yet decades
of intercultural communication research show that
leadership effectiveness depends less on efficiency
than on relational alignment — how people interpret
intent, hierarchy, and legitimacy.

In high-context cultures, meaning is often conveyed
indirectly, through tone, silence, and relational
positioning. In low-context cultures, clarity and
explicitness are prioritised. When Al systems flatten
these differences into a single communicative style,
they introduce subtle but significant risks:

- Silence is misread as agreement

+ Politeness is misclassified as weakness

- Directness is interpreted as hostility

+ Deference is mistaken for disengagement

These are not technical glitches. They are cultural
failures, and they carry real organisational
consequences — from eroded trust in global teams to

flawed leadership assessments and biased
performance reviews.

Why Al Needs Cultural Intelligence — Not
Just Data

Recent research on Al-mediated communication
highlights a critical limitation: language accuracy does
not equal cultural understanding. Real-time translation
tools can bridge linguistic gaps, but they frequently
miss pragmatic meaning — how requests, refusals,
disagreement, or authority are culturally encoded.

This aligns with what | argue in Bridging the Gap —
An Introduction to Intercultural Communication:
communication breakdowns in global organisations
are rarely caused by poor intent. They are caused by
misaligned expectations about what “appropriate”
communication looks like.

Al systems trained primarily on dominant linguistic
norms risk reinforcing those norms as defaults —
unintentionally marginalising other communicative
styles and leadership behaviours.

Al Is Not Culturally Neutral

Artificial intelligence is often presented as neutral,
objective, and universal. In practice, it is none of
these things.

Language models reason through language.
Language encodes values. And values are culturally
shaped. As Al systems become embedded in
leadership communication, governance, and strategy,
a critical question emerges: whose way of reasoning,
deciding, and relating is being scaled?

Research from MIT Computer Science and Artificial
Intelligence Laboratory demonstrates that large
language models generate meaning differently
depending on the language and cultural context of
prompts. English-language interactions tend to
prioritise individual agency, clarity, and analytical
structure. Chinese-language interactions more often
reflect relational logic, contextual framing, and
harmony-oriented reasoning.

These are not stylistic variations. They influence how: This means:

+ Authority is framed + Embedding cultural assumptions explicitly into Al

+ Responsibility is assigned design and deployment
+ Risk and disagreement are communicated + Training leaders to interpret Al outputs through a

o . . ltural |
In global organisations, this affects leadership culturatiens

messaging, compliance interpretation, negotiation
dynamics, and even how trust is established
between teams.

+ Recognising where human discretion must
override algorithmic “efficiency”

+ Governing Al not only for bias and compliance, but

for relational impact

Politeness Is Not Soft — It Is Strategic . . .
Culture should be treated as a design specification,

One of the most persistent misconceptions in global not a downstream adjustment.

business is that politeness is optional or cosmetic. In
reality, politeness is a mechanism for managing
power, hierarchy, and social order.

What Executives Should Do Now

For senior leaders and boards, the implications are
In Harmony in Differences — Understanding immediate:

Politeness, | demonstrate that politeness functions
differently across cultures:

1. Audit Al-mediated communication across
regions for cultural misalignment, not just

« It signals authority in some contexts accuracy.

+ It mitigates power asymmetry in others . i )
2. Integrate cultural intelligence into Al governance

+ It governs when disagreement is permissible frameworks alongside ethics and risk

+ It determines who can speak, and how .
3. Develop Al literacy for leaders, focused on

When Al systems ignore these dynamics — for interpretation, not operation.

example, by encouraging blunt feedback styles or
‘optimised” prompts — they do not democratise
communication. They reconfigure power, often
invisibly. The future of global leadership will not be decided by
smarter algorithms alone, but by whether we design
Al systems that respect how humans actually relate,
decide, and disagree.

4. Resist universal “best practice” narratives in
communication and leadership design.

Executives should therefore ask: What leadership
behaviours are our Al tools normalising? And whose
norms are being privileged?

Those who get this right will not only avoid costly
Al-Augmented Leadership, Not Al-Directed misunderstandings — they will build organisations
Leadership capable of leading with legitimacy, trust, and strategic

The future of global leadership lies in Al-augmented empathy in an increasingly complex world.

judgment, not Al-directed decision-making. This

. I o ) Dr Catherine Hua Xiang is
requires a shift in how organisations think about Al

Programme Director at the London
governance. School of Economics and author of
the Navigating China and Global
Leadership Futures series. She
advises global organisations on
intercultural leadership, Al
governance, and strategic
communication.

Effective leaders are beginning to treat Al as a
culturally adaptive partner — one that supports,
rather than overrides, human relational intelligence.



Editorial Lead Insight | Al, Culture, and the Future of Global Leadership
FRAR | ATEEE XS 2IRASIHIARE

FimiE

ATEEE . XUSEERAFTIBIRE

EMAFHIN T, HAIERERNEEZNE
FERBIREUPRTE X, MREBURF B RESTEA TR
BRIt ORES BENAT, BN K FR L T
B XEFBRMEILRENRIT—RBEA TSR
RERNRERHE . SUEE. & A a5 RERAE
TR, EERAEREEES  BXLER T
WITER L RIGERRFE S EERRR.

FHitt, SEN E IR Z ORI IF “A T RERE
A", ' “ATERENAAMREZEAFRX
27

—, MHEERFEZIXZ RS

ZER el Y A T B BEEIBST) LR At B K
REVENS RN BT ERBEX D@
RE, NS HHBEREBEUR T X R DE— A0
ARt ANEE BREMSTHEEN, MiFR
ARIER B o

ERBREXAT, B X BBIBER MRS KR
lelE%E; MEREREXAS, FHERNREE
R SATERRGRXEX N ERR T NE—
BRI, =5 | R R AR IR R XS |
® AR INE]
o LERMIR)AIIINES
o EXRWIRMENEE
o EEFIRINNTE

XEHIFRARE, MEXCEENAX, B
FIERIALRRR — MEIKEIRIEERE, ZI40
SHHERES SROTERL.

S ATEREFRENE L EE, MAERMREAE

EHRT A TRHN SIBRFIBT T — 13
BB E R R RS AT SRR, SRR
BTARENAESI, DEERRENEN
— BPER. I RS R R AT RIS RE0H
B3

XSRS — BXTES )T
W — B LIBRPHTDBE, RO FTFEH, B
SRENHT “BUBEH WFRSHL AT
BRAATEETIRESAIIE, R
HEEE N BAR L, TR PR R ERES
RSHTH

= ATEREHIEXbPIL

AT EREEREGHHPI. ZEME EENFE, B
WEhE=EE3k

BERAETIES HITHIE, MES ARENE
M, EEANMEIRXRZ SR S A TS qE
RN NS 78, RES S HIE, —MZOREF
HKE : REZIERHEIE RERS AFRRE S TUEE
WRIRHET?

FREIETFEtBIRIF 5 A TE RN =R
RRH, AEESRENEXERS I, RRTE
MBS S XWIBIRMR. RIEEEEMEMEBER
M RATBME S DITEMNE, MR X BB (AL
KAREEIERENSTESEREES .
XEHIFNBER, MESFM:

o MERHET T
o STEMNECEIE
o X5 =R INAY /AR

FE2KALR, XERFRATAS TR G

BORFIEE, =R EEEREZIIT R,

. ALERH AR, T sBRiEE
EIRE AR E—TRAR, AL
BRI EHERE B EER L, ALIRZIRIEAT I BR
SHHERFNEENE],
RECEFTRMNE — ALROREZIE) T, 1L
FERRX P EENEAE:
o TERLIBIFHE BINE
o EHMIBIHRPENNTNEF
o HEF WA RN
o REWBNAS MALS
AATEERABIAXEDS — HINES
BRIGH ‘MG NENERE — FIFEHEEE
REW, MEEARBS NEWN IR,
Eitt, BENNSRE AT EERTAER
ESUMERSIT? IE MR HERIAE?

B ATEREEREMS N, MIEATEEESEM
Sh
EIRMSHIRIARRET A TEREILRIH M,
MAFATEREESERER XBREWET A TE
RE/RIERVIAR
SRHANTEEF B A TE BN EN
N — ST AR AEBIAPRES B XRIAE
o KXW IRIZBAHEIR AN T B RERIGIT 5 EE T2
o 1) IRISEMX MBI T EERLES
o BRI AR B T AN ETEE WX (7R
o A\TEELEMEBXIRILS SN, BEEN
H3f ABRR BB

XUWNARR IR E, MAFEERENE S,

Al, Culture, and the Future of Global Leadership | Editorial Lead Insight
AT B XUS2IRMSIIAE | TR

14

BAINATERIREERES
ERPLE ST T 2RISR
IERYRE?

7~ B T RIRARAY1T2
NTBEASESEELTE, BFFSM0:
LEIHE KA TR N SHE, BREEXE
RN TR E S R
2BREMNATRIEABIER, S1EI2. R
B E;
3NN EFEATRERIII, ROBELRE
TR FRE;
4 FEIIBSNS R “BERERE TE.
SHASHHAR, FOEAT BRI,
FETRIHET R M S EAKERTE RESR
NFRAZENA TREERS
AL — SRR, TARHEADR N R
1268, BRI S R RPLUATAL. EESH
BEEIRIS IR BBV E ST,

Ui

ALK FRESPORIIEREE
FRRRERXAFHREZEE
CHBSFLFFHRRS K



8

Case in Point | When Al Begins to Replace the Board
RHIEE | SAFERAESS

{4

The board’s Al transformation should
concentrate on bridging information gaps and
strengthening cross-cultural coordination as

its core mission.

Case in Point:

When Al Begins to Replace the Board

Within corporate governance, the integration of Al
technology is reshaping the core relationship between
the CEO and the board of directors, bringing efficiency
gains while triggering profound adjustments to
governance structures. Daniel Ferreira and Jin Li
(2026) utilize a game theory model to systematically
analyse Al's impact on the ‘monitoring-advisory’
relationship between the CEO and the board. Focusing
on Al's dual core capabilities—skill augmentation
(enhancing the CEQ'’s problem-solving efficiency) and
autonomous problem-solving (independently handling
certain tasks)—they explore its mechanisms of
influence on corporate governance structures,
information flow, and CEQO compensation contracts.
The study establishes a two-stage game framework
centred on shareholders, CEOs, and boards, defining
board oversight intensity (independence ) and CEO
compensation (w) as key governance variables. It
constructs an analytical foundation through three
core assumptions: board problem-solving capabilities
surpass Al, CEO effort is efficient, and effort incentives
exclude assistance constraints. This simulates
decision-making logic and interactions post-Al
intervention.

Findings indicate that both capabilities of Al diminish
the CEO's reliance on the board, reducing willingness
to share information and partially undermining the
board's oversight mechanisms. Concurrently, cultural
differences exacerbate governance conflicts: in

individualistic regions, where subsidiaries grant CEOs
greater decision-making autonomy, Al further
entrenches a ‘closed-loop decision-making’ dynamic,
whereas communication and coordination gaps in
collectivist regions prove comparatively less
pronounced. Enterprises may effectively mitigate
governance conflicts and restore internal information
flow through flexible adjustment strategies: optimising
board structures, restructuring CEO remuneration
systems, and equipping boards with dedicated Al
analytical tools.

Research Implications: Cross-cultural governance for
multinational corporations in the Al era must centre
on ‘cultural adaptation + technological synergy;
abandoning singular governance models. In
individualistic cultural regions, boards may
appropriately retain their monitoring functions, while
collectivist regions should focus on enhancing
advisory value through Al empowerment. Enterprises
must establish a triangular collaborative relationship
between CEQ, Al, and board. The board’s Al
transformation should concentrate on bridging
information gaps and strengthening cross-cultural
coordination as its core mission. By deploying
differentiated Al tools, boards can maintain
irreplaceable governance functions, achieving dual
objectives of technological empowerment and
governance robustness.

Ferreira, D., and Li, J. (2025). Artificial Intelligence in the Boardroom (SSRN Scholarly Paper 5409542).
Social Science Research Network. https://doi.org/10.2139/ssrn.5409542
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Societal biases in training data can trigger
translation inequities, eroding team trust.

Research Review:

Cross-Cultural Leadership in the Era
of Al Translation: The Dual Dynamics
of Efficiency and Trust

Whilst Al translation technology breaks down
linguistic barriers and enhances global collaboration
efficiency, it also presents new challenges for trust-
building and emotional communication within
cross-cultural leadership. Mohirul Islam (2025)
employs qualitative, interpretivist and exploratory
research methodologies, synthesising secondary data
from peer-reviewed literature, industry reports and
corporate case studies spanning 2018-2025. The
study examines Al translation's impact on cross-
cultural communication dynamics, exploring
pathways for integrating technological application
with cultural intelligence and empathetic trust. This
culminates in the proposed ‘Al-assisted Cultural
Intelligence (AI-CQ)’ framework.

The research centres on four core questions: the
impact of Al translation on communication dynamics
within diverse teams; potential oversights of cultural
nuances; how leaders balance technological adoption
with trust and empathy; and the essential traits of
effective cross-cultural leaders in the Al era. Findings
reveal significant advantages of Al translation:
enabling real-time multilingual collaboration,
enhancing inclusivity and decision-making efficiency
in global teams, overcoming spatial and linguistic
barriers, empowering non-native speakers to
participate equitably, and boosting corporate

responsiveness to global markets. However, notable
shortcomings persist: algorithms readily overlook
pragmatic details such as cultural metaphors,
humour, and honorifics, leading to emotional
disconnect and misunderstandings; societal biases in
training data can trigger translation inequities, eroding
team trust; and leaders’ overreliance on Al diminishes
interpersonal sensitivity, hinders the cultivation of
cultural awareness, and undermines the authenticity
of leadership interactions. Moreover, existing research
exhibits significant gaps, with insufficient integrated
exploration of Al translation’'s impact on leadership
decision-making, emotional expression, and relational
trust.

Research Implications: Cross-cultural leaders must
cultivate core AI-CQ competencies to balance
technological efficiency with communicative
authenticity. While Al may assist routine operational
communication, emotionally charged interactions—
such as expressing appreciation, empathy, or
criticism—should prioritise human-to-human
engagement. This approach positions Al as an
enabling tool rather than a substitute in cross-cultural
communication.

Islam, Mohirul. (2025). Cross-Cultural Leadership in the Age of Al Translation Tools: Opportunities
and Challenges for Global Business Communication. 10.13140/RG.2.2.19961.74081.
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While AI may assist routine
operational communication,
emotionally charged
interactions—such as
expressing appreciation,
empathy, or criticism—should
prioritise human-

to-human engagement.

Islam, Mohirul. (2025). Cross-Cultural Leadership in
the Age of Al Translation Tools: Opportunities and
Challenges for Global Business Communication.
10.13140/RG.2.2.19961.74081.
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Focus on Education | University Leadership in the Post-Digital Era

Robert A Ellis (2025) examines the disruptive impact of
generative artificial intelligence (GAI) on university
education in the post-digital era. Centred on the core
context of “deeply intertwined technology and
humanities,” the study explores the multifaceted
challenges confronting higher education leadership.
Grounded in ecological thinking, the study proposes an
integrated response framework encompassing
strategy, governance, policy, management, and
investment. This framework provides theoretical and
practical guidance for universities to achieve
responsible educational innovation amidst uncertainty.

Findings indicate that GAl's proliferation exerts dual
effects on higher education: while enabling new
possibilities for personalising tutoring, optimising
curriculum design, and enhancing teaching efficiency, it
also triggers core challenges. At the student level, risks
include academic integrity breaches (such as GA|
abuse to fabricate grades) and deficiencies in digital
literacy and critical evaluation skills. Curriculum and
pedagogy require reconfiguring interdisciplinary design
logic to incorporate new competencies like algorithmic
literacy and data interpretation. At the technological
level, latent risks such as algorithmic bias, data privacy,
and ethical compliance emerge; while at the leadership
level, deficiencies in administrators’ GAl literacy and the
absence of multi-stakeholder coordination
mechanisms become apparent. Furthermore, the
autonomous and creative nature of GAI blurs traditional

human-machine boundaries in education, demanding
profound restructuring of existing governance systems
and organisational designs within higher education
institutions.

Research Implications: Higher education leadership
must adopt an ecological mindset, centred on
‘balancing technological empowerment with
humanistic values'’: Firstly, optimise educational
strategy by integrating GAll literacy into faculty and
student competency frameworks, scaling innovations
only after pilot validation; secondly, refine governance
and policies by establishing GAI usage protocols while
strengthening academic integrity oversight and ethical
review; Thirdly, reconfigure curricula and pedagogy by
developing interdisciplinary content and adopting a
hybrid model of ‘Al-assisted + human-centred’
instruction, ensuring learning authenticity through oral
examinations and formative assessments; Fourthly,
increase targeted investment, prioritising support for
GAll literacy training for faculty and students, research
into technological ethics, and compliance
management; Fifthly, strengthen multi-stakeholder
collaboration, encouraging teaching teams, technical
experts, and administrators to jointly participate in
optimising the educational ecosystem. This ensures
that while GAI serves the core mission of higher
education institutions, it upholds the social value and
humanistic warmth of education.

Ellis, R. A. (2025). The Education Leadership Challenges for Universities in a Postdigital Age. Postdigital
Science and Education, 7(2), 430-447. https://doi.org/10.1007/s42438-024-00461-9
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Ellis, R. A. (2025). The Education Leadership Challenges for Universities in a Postdigital Age. Postdigital
Science and Education, 7(2), 430—447. https://doi.org/10.1007/s42438-024-00461-9
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Data Spotlight | The Global Evolution of Digital Leadership Research
RREIE | HFHAS IR IR

Data Spotlight:

The Global Evolution of Digital
Leadership Research

To address the fragmentation and lack of systematic
integration in digital leadership research, Wu Xiangfan
et al. (2025) employed CiteSpace software to conduct
a bibliometric analysis and knowledge mapping
visualization of Chinese and international literature on
digital leadership published between 2000 and 2023,
sourced from the Web of Science (254 articles) and
CNKI (147 articles) databases.

They divided the development of both Chinese and
international research into three phases using 2012
and 2020 as the watershed years (Figure 1):

+ The Exploration Phase: The number of publications
was relatively similar between Chinese and
international scholars.

+ The Development Phase: International research
took a dominant position.

+ The Outbreak Phase: Chinese research
experienced rapid growth and surpassed
international research in 2023.

Figure 1

Furthermore, the study identified 14 core keyword
clusters in English literature (Figure 2), focusing on
technology application, organizational
transformation, and virtual scenarios. In contrast, the
10 core clusters in Chinese literature highlighted
government-related contexts such as digital
government and e-government, as well as
characteristics of local application (Figure 3).
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The study identified 14 core
keyword clusters in English
literature, focusing on
technology application,
organizational transformation,
and virtual scenarios.
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Figure 2

Figure 3
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EEXLA |
Language and Culture Corner

In the cultural context of China, leadership essentially lies not only in the capabilities of decision-making and
management, but more prominently in the ability to grasp and cultivate interpersonal "relationships" within a team.
The degree of closeness in interpersonal relationships exerts a profound influence on the tone, methods and
linguistic choices of communication. The expressive differences between Chinese and English languages are
precisely a direct reflection of such cultural thinking patterns. How should we select words when communicating
with different people? Let us look at the following five examples:

REXAIER TGRS, MOMIETRARSEIRE, EREEWENF KR iBE58E
RET], ABRX BRBIFEZIL, IRAFIBEMERIES. A NS RAER MPRIESHNTEES, [EEXM
X RBAERE AT SEA AR E AR IAERINE?EE LU TR M F

Chinese term English term

“4T#E” (da gé shang liang) “Let’s talk it over”

A gentle expression for negotiating matters.
Applicable relationships: Mainly for peers; can also be used gently to superiors (rarely used to subordinates)
Example: BT8R IRIT MR, | | want to talk over the project details with you.

“B1IHT (da gé gido)

Used to ask someone to connect contacts or
facilitate cooperation

“Make an introduction”
“Please” lacks the same self-effacing nuance.

Applicable relationships: For peers; also for superiors/elders (rarely used to subordinates, easy to
sound imperative)

Example: FRZES LA S1EL TS M7 | Please make an introduction to the partner for me.

“ZEH” (dud bao han)

) A “Please bear with me”.
A humble expression to ask for others' understanding.

Applicable relationships: To superiors, clients and peers (very rarely used to subordinates, easy to create a
sense of distance)

Example: ¥R &1E, EZREZE K, | First cooperation—please bear with any shortcomings.

“BULVT” (féi xin le)
Used to thank someone who has spent extra time
and energy to help.

“l appreciate your effort”

Applicable relationships: To superiors, peers and helpful subordinates (suitable for all scenarios, expressing
sincere gratitude)

Example: SOREIEIZMERZR LT ! | | really appreciate your effort in checking the datal

“EREELH” (1ith xie ya di)

. i ) . “Leave some room”
A suggestion to avoid pushing things to an extreme.

Applicable relationships: For peers and negotiation opponents; can also be used to tactfully advise superiors
(can be used directly to subordinates)

Example: %33 K423, LR, | Don't be too absolute in negotiations—leave some room.

Further Reading

¥5)%EEF: | Further Reading

Book:
Controversies and Realities of Confucius
Institute

Zeng, Jinghan. (2026).

As a pivotal platform for China’s cultural diplomacy
and international exchanges, the global expansion
of Confucius Institutes has been accompanied by
ongoing controversies, attracting particular
attention in Western countries. This book and its
subsequent volumes represent the first
systematic work to comprehensively present their
actual operational realities, centering on the
personal experiences of a foreign director of a Cl.
From the far-reaching impacts of the COVID-19
pandemic and the closure of Confucius Institute
Headquarters to the political campaign launched
by the UK’s ruling party to “fully close Cls", the
book draws on rich first-hand experience to deeply
reveal the decision-making and leadership
practices, institutional dilemmas and underlying
game processes at these critical junctures,
unfolding the operational truths that are rarely
accessible to the outside world.

Journal article

Deanne N. Den Hartog, Annebel H.B. De Hoogh.
2024. Cross-Cultural Leadership: What We Know,
What We Need to Know, and Where We Need to
Go. Annual Review Organizational Psychology and
Organizational Behavior. 11:535-566.

doi.org/10.1146/annurev-
orgpsych-110721-033711

B
(FLFF P NS

ENREXIN IR S EFRRER
F A, LFFRIENYT BRInZHBEESRN
TEAEABERLNSIAR T B REEE
8%, BESMLILFFEING KRR EHN
Zl, 2HRNEALSIFERNASIEE
1B MHTER B RAYT 2, BIFLF 50
BB, BEIRERER R 2EmRHFLL
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2530, RNIER T EXEX BRI LB RN
S HIEXER LS GRS e, BRI TS
FOBNET BIEIFR .
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Deanne N. Den Hartog, Annebel H.B. De Hoogh.
2024. Cross-Cultural Leadership: What We
Know, What We Need to Know, and Where We
Need to Go. Annual Review Organizational
Psychology and Organizational Behavior.
11:535-566.

doi.org/10.1146/annurev-
orgpsych-110721-033711
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