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An analysis, comparison, and contrast of the survey participants and observations from the Global Leadership Questionnaire
The participants of my survey are from two leadership organizations from two countries; one in developed (France) and the other one in developing countries (Kenya). The analysis was seeking to understand leadership in the organizations they work and their perceptions about leadership. The sections of the questionnaire were specific; part 1 and 3 was on the organization, 2 and 4 on leaders and leadership and part 5 on their perception about leadership. I was able to come with the following analysis from their responses.
Analysis
The budget challenge a major factor which both participants mentioned as obstacles towards the delivery of effective leadership in their organizations. Leadership activities require planning, monitoring and evaluation, and implementation strategies requiring professionalism and experience. As such, organizations find it hard to hire professionals to drive the agenda. In developing countries, limited funds inhibit the aim of leadership, making it hard to reach the levels of global leadership. Developed countries are more advanced in leadership strategies irrespective of their small budget. 
It was evident that the organizations were aiming at developing a culture of engaging people in leadership, involving business people, advocating for diversity, encouraging emotional intelligence, and political sanity to achieve global leadership goals. Critical thinking was highly valued as the main player in understanding leadership and enhances strategy execution. Diversity eliminates discrimination and enhances the involvement of every person in a leadership agenda. As such, every individual has a responsibility to ensure the achievement of global leadership.
Global leadership is affected by both external and internal factors such as competition, regulations, and variation in leadership talents. The factors affect organizations’ capacity to operate and expand internationally. The challenge in developing a comprehension about how to venture into different markets to target leadership talents around the world is experienced. Organizations in developed countries are more likely to venture into new areas away from their homeland since they can operate and be heard compared to those from developing countries. Leadership skills from the local people are efficient in driving global leadership agenda in their local area, but comprehension of culture is required to operate in new markets.
Comparison and contrast between the two participants
The two respondents have a clear understanding of leadership based on the ability of an individual to influence people rather than ranks or position held in the organization. Both agree that a leader is an individual who impacts through positive influence to achieve a defined objective and performance. Their self-drive motivates others to participate in the organization’s goals.
The respondent from Kenya seemed to concentrate more on engagement and diversity as the main drivers for global leadership. The one from France was flexible to accommodate performance and accountability. In the world today, an organization may focus on diversity and public engagement. Still, if they lack accountability in their operations, they fail to achieve the moral authority advocated for by global leadership. It is, therefore, evident that the evaluation of performance in these organizations is enhancing the overall performance of organizations in developed countries. Competency is in high demand to achieve global leadership status. 
There was a disparity in the way training in the two clusters is done. The respondent from Kenya portrayed that organizations in developing countries use traditional classrooms when conducting leadership training to enhance leadership skills. On the other hand, the one from France showed that leadership organizations from developed countries use virtual classes to conduct their training. Coaching and mentorship is, therefore, made easier in developed countries through the use of the internet. A leadership coach does not have to meet physically with their students. The training strategy determines how the execution of strategy will be conducted. Developed countries achieve execution strategies more than developing countries since they have access to adequate training methodologies.   
Observations
From the survey, I observed that there is a need to redefine leadership in organizations to enhance developmental processes and to redesign the scope as well as the components of leadership training programs. Such a change is determined by people’s view of leadership and what they expect from a leader. 
To develop global leaders from developing countries, leadership organizations need to adopt developed techniques of training and coaching upcoming leaders. One-on-one coaching is old school. The development of the internet has enabled online training, which attracts many respondents, an avenue which makes it possible for an organization to select the ones with the best leadership qualities. Additionally, organizations need to align their leadership goals to those of global leadership to enable them to venture into different cultures and markets. Best individuals with excellent leadership qualities should lead the organizations for quality content and results (Freifeld, 2013).   
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