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Introductioni

 
 

We all appreciate that we are in a period of profound transformation.  

The past few years have been a momentous period for geopolitics, the world 

economy, and the business community. Countries and companies have been 

and will continue to be deeply affected by these developments. Some of the 

following stand out: 

 
 

1. In 2007 China, India and Russia provided 50% of the world’s growth, 
an unprecedented situation in modern history.ii

 
 

2. China is now the world’s second largest economy behind the US, with 
India fourth, just behind Japan. 

 
3. Of the twenty most capitalized companies in the world, 9 are from 

emerging markets, and the majority are Chinese (8) with US firms 
second with 7.iii

 
 

4. Emerging market companies are now in the top tier in 25 industries in 
the world, whereas ten years ago they were not even near this 
vaunted status.iv

 
 

5. The price of non-renewable energy resources and commodities, not to 
speak of food prices, are re-shaping national economies and business 
strategies throughout the world ushering in what one analyst has 
called the “new geopolitics of energy in our “petro-civilization.”v
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6. The ownership structure of many top companies such as Citigroup, 
UBS, and Standard Bank of South Africa has also changed to include 
substantial participation by the ever more powerful sovereign wealth 
funds, and individuals and companies from emerging markets.vi

 
 

7. On social issues, all governments have agreed that global warming is 
caused primarily by human activity and that the issue is serious 
enough to warrant urgent and coordinated global measures. This 
agreed reality will also shape the geopolitics of energy and many 
globalizing trends.vii

 
 

8. The number of people in abject poverty in the world has decreased 
substantially to the point that we are well on our way to reaching the 
U.N. target for the reduction of extreme poverty; this significant 
reduction in poverty also means new consumers entering the market.  
Global prosperity and wealth has never been greater and more 
distributed throughout the world. By 2025 China and India will add 
nearly 1 billion consumers to the global middle class.viii

 
 

9. We are living in “the most peaceful time in our species’ existence.”ix

 
 

10. As population growth declines in developed countries, there is an 
unprecedented generational handover taking place that affects entire 
industries and companies.x

 
 

 
These trends and issues have reinforced the Janus-like reality of continuous 

global integration and regional/local resurgence, the continuing success of 

large multinationals from developed countries, and the rise of what The 

Economist has labeled the new “challengers”—or what we call Emerging 

Country Companies (ECCs).xi

 

 These developments also signal a defining 

moment in the shift of economic and political power away from the 

traditional “Western” countries and Japan to a truly multipolar and globalized 

world.  The next few years promise to be no less momentous. 
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At the beginning of the 21st century many felt the business community to be 

the major driving force behind this transformation.  Today there is a more 

sober understanding that other major forces are also at work, in particular 

greater government and civil sector activity and credibility due in part to the 

public’s reaction to the recent scandals in the private sector. This has led 

companies to work on shaping and engaging with the external environment 

of their business as never before and to work “on the fundamentals” such as 

business acumen, alignment, and execution—the exact prescription for 

company leaders in turbulent times suggested by Peter Drucker almost thirty 

years ago.xii

 

 

The educational and leadership development needs of companies and many 

organizations are also changing, reflecting the close co-relation between a 

company’s strategy, the business environment and the development of its 

global executives. 

 

Naturally, there is a distinct craving for the “the next new thing” in executive 

education.  But the general direction of developing global executives is very 

much the same as it has been for many years-- and that the agenda for 

executive development today and in the future is to get better at supporting 

global executive learning: 

“We long ago gave up the notion that there is one type of global executive 
or that there is a simple answer for how to develop international executive 
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talent.  Our experiences, however, and those of our executives, 
[interviewed] tell us that our model still holds: Strategy must drive 
development, select talented people but leave room for discovery, start 
them early and make sure they are able to get the global experiences that 
matter, and then support and help in the learning, and ‘the right stuff’ will 
emerge.”xiii

 
 

The authors who stated this conducted their research before the clear 

outlines of the trends listed above were seen on the horizon and their effects 

clearly felt.  This is why some practitioners believe that the situation today is 

far more complex, very much like the words of a British Army marching song 

that has the refrain: “We don’t know where we’re going—we only know 

we’re going there together.”xiv

 

 

So what has changed?  And what is different? Strategy does indeed drive the 

development of global executives.  And one of the seminal strategic issues 

and concerns has been globalization, specifically the rise of emerging 

countries and a more integrated, multipolar world that have transformed and 

created new supply and business value chains, and, of course, provided new 

sources of capital. Not surprisingly, “globalization” has been and continues to 

be one of the major concerns to the vast majority of CEOs in the US and 

elsewhere. But the nature of globalization has changed over the years. 

 

In our view, there have been two distinct phases with globalization with 

regard to emerging market activity.  During the first phase of interest in 
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emerging markets --just after the fall of the Berlin wall in 1989 and with the 

collapse of the Soviet Union in 1991 to about 1998 with the Asian and 

Russian crises and subsequent general disillusionment with emerging 

markets--several very well known multinational companies like ABB, GE and 

VW started or increased their “globalization” initiatives including the 

integration and development of what they called “global brains.”xv

 

 

One could perhaps call this first phase the era of “Westernization” as 

Western companies and countries focused their attention on the three billion 

people that either re-entered or entered the world political and economic 

system at the end of the Cold War, especially the so-called BRIC countries—

Brazil, Russia, India and China—and a host of others.  It was also the time 

when several studies appeared that argued for the necessity of developing 

global managers and executives in the broader context in the “war for 

talent.”xvi  The thinking and analyses in some of these studies, and even 

subsequent behaviors by companies were typically “western,” reflecting the 

world’s North-South divide and even in some cases the arrogance of 

developed countries and western cultures towards others not of their kind.  

One saw frequent references to “exploiting emerging markets” and 

everything as a one-way street with Developed Country Companies—or what 

we call DCCs—priding themselves that they were bringing progress, superior 

technology and managerial techniques. This perspective blinded many from 
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seeing that some of their greatest competitors would be from these same 

emerging countries.  Even today, some DCC representatives told us that 

they are making a conscious effort to change the behaviors and attitudes of 

their executives so that they come to respect other non-European or non-US 

cultures and people with whom they work. 

 

Developed Country Companies (DCCs) followed a pattern of acquisition and 

growth that today has left most of the leading multinationals with a similar 

profile: One hundred of the largest non-financial corporations have on 

average one-half their sales, assets and employees overseas.

xviii

xvii  For them, 

“Everything is global: the global supply chain, the global market, global 

competition, the global talent base and our cafeterias are like the United 

Nations.”   

 

The fact remains, however, that the developed countries and 

regions have had an historic head start on developing global executives and 

so a good part of our research for this article has concentrated on their 

experiences. 

Nevertheless, times are also changing, even for small and medium sized 

companies in developed countries. In the US, the Manufacturer’s 

Association, the majority of whose members are small and medium-sized 

enterprises, warned members recently that one out of three US 

manufacturers would go into bankruptcy if they do not source and sell their 
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products abroad.xix

 

  At the same time, the Chinese government is working 

very hard to encourage its companies to be more “outward bound.”  

Globalization, therefore, is a two-way street that holds similar challenges 

and opportunities for companies large and small in developed and emerging 

economies. 

Today, however, we are in the second phase of globalization. This phase 

came after the dot.com bubble and the financial crises in Russia and Asia.  It 

is characterized by the determined rise of Asia and a new dynamism in 

several areas of the world that has contributed to the emergence of ECCs 

and to the developments we mentioned at the beginning of this article.  The 

third phase is coming, and that will be the era of greater multipolar 

engagement and globalization, something we shall address later in this 

article. Before we do so, let us consider a few key issues affecting the 

development landscape today. 

 

The Development Landscape Today; Revisiting “On the Job” 

Development and International Assignments 

In some companies we hear the oft-repeated (and sometimes misguided) 

“mantra” that “two-thirds of leadership development comes from job 

experience, about one-third from mentoring and coaching, and a smidgen 

from classroom training”.xx  It is a truism, now confirmed by research, that 
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“Learning on the job” is of course the reality for most managers, likewise 

with the development of global executives—the difference being that it takes 

about twenty-five years to develop a global senior executive.xxi However, the 

research also shows that while executives learn most from actual experience 

and “difficult situations,” they could learn much better and more efficiently if 

there were an opportunity and process to help them organize and structure 

these experiences, either individually and/or collectively.  Companies are 

beginning to see that “learning on the job” and from international 

assignments can be just a geographic starting point.  As Plato once stated, 

”Experience has taught our best flute players; experience has also taught 

our worst flute players.”  In more modern parlance, a recent article in the 

Harvard Business Review refers to this idea as the “experience trap, using a 

“hit or miss” approach to development.”xxii

 

 

It is important then for companies to help structure the experiences and the 

learning for their global executives. Many companies admit a need for this 

improved structure both today and in the future.  The reality is that there 

are very few organizations that integrate and tie systematic reflection and a 

learning process to these experiences and hence the learning and 

development is not as efficient and meaningful as it could be. Because of 

this weakness, the organization suffers, for it does not fully reap the 

business benefits that could come from this experience and learning. 
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Corporate universities and coaching departments are adjusting to this “on 

the job” learning and providing what ING and VW call “just-in-time” or at 

BMW, “quick time solutions” and “on the spot” support for their global 

executives on issues ranging from cross-cultural understanding to specific 

business skills and specialized knowledge. Companies interviewed say they 

are finding that their executives are asking for more and more peer-to-

peer discussions and collaboration with executives inside their 

organization who have gone through similar experiences.  This is a more 

informal process than “coaching,” and it is gaining traction in many 

companies where trust and respect form an essential foundation for 

collaboration and peer-to-peer learning.xxiii 

 

This brings us to another trend today and that is the realization that much 

development and learning can be gained by executives when they engage 

with people outside of their organizations and sometimes outside of the 

world of business altogether.  One example of the former is the growth of 

inter-company consortium programs (sometimes called B2B 

Consortiums) that involve non-competing companies and leaders from these 

companies.  In the past and to a far less extent today, business schools like 

London Business School and INSEAD were approached to run these 

consortiums or initiated them, but today we see a distinct trend to self-
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organize and run these consortiums without business school involvement.  

One example was the Boeing-led International Consortium Program that 

involved companies like ABB, BHPBilliton, Standard Bank from South Africa, 

Tata and others.  Today there are several other major consortiums including 

the Global Learning Alliance involving L’Oreal, Wipro, Nokia, Rio Tinto Alcan, 

and others.  There is also a more regional version of a B2B consortium in 

Singapore involving the Singapore Exchange and other organizations.xxiv

 

 

While these are examples of peer-to-peer and outside-in learning, another 

approach and trend is the development of global executives that 

combines peer-to-peer learning and leadership development from 

outside the firm but on an individual and highly tailored basis, 

especially succession-focused situations.  

 

Another practice today is self-managed learning and development. 

Companies are helping prepare people for global assignments and other 

situations through individually tailored learning, and there are a wide variety 

of approaches depending on the needs and interests of executives. 

In this internet age, another form of self-managed learning and 

development is networking with business peers and other leaders.  The 

younger generation views blogging and social networking as natural and 

very much part of its own professional networking and development but we 
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heard little about this from companies engaged in developing global 

executives.xxv

 

  This should not be underestimated but neither should it be 

assumed that this will replace the face-to-face exchanges and the building of 

trust that comes with those exchanges.  

From our survey, coaching, mentoring approaches are popular and doing 

well as are tailored executive development programs. There are, naturally, 

some significant variations in the application and practice of these learning 

interventions but the rest of this article shall look at emerging and future 

trends in developing global executives. 

 

Developing Global Executives: Future Trends and Issues 

 

In future, all of the approaches mentioned above will continue with renewed 

vigor and commitment. And as with today’s situation, the key to 

understanding how the development of global executives will evolve in 

future will still be based on the elemental fact that a company’s strategy will 

drive and influence the development of its global executives.  But there is 

also another force at work beyond traditional strategic considerations. Global 

executives and global companies will have to make sustainability, 

engagement with civil society, and major planetary issues, very much part 

of their approach to business.  Not only new geographies but also new ways 
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of systemic and holistic thinking, and inclusive policies and behaviors will be 

the order of the day.  Let us divide these emerging and future trends in two 

parts, those affecting DCCs and those affecting ECCs. 

 

Trends in Developed Country Companies 

Companies will continue to view globalization as one of the major forces 

driving strategy. DCCs will be looking to “new” or the “next” emerging 

market countries.  In some circles they are referred to as the N-11, or the 

“Next-11”. They include: Bangladesh, Egypt, Indonesia, Iran, Mexico, 

Nigeria, Pakistan, the Philippines, South Korea, Turkey and Vietnam.  We 

can add to this list, the countries in emerging markets that are now the 

focus of the new geopolitical competition for energy resources in Central 

Asia and Central Africa; the other countries in what Zbigniew Brzezinski 

terms the “zone of violence”; and, the areas where we find the “bottom 

billion”—zones of possible opportunity but to date countries and regions of 

continuous despair and instability.xxvi

 

 

In these new markets, the level of complexity, ambiguity and 

turmoil will demand special skills and competencies.xxvii  Companies 

will focus on finding and developing people with this in mind.  These 

new markets and countries will be the new training ground for global 

executives from DCCs, as Eastern Europe and other emerging markets were 
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for the 1990’s. Among the leadership qualities sought after and required will 

be an ability to deal with high political and social volatility, ambiguity and 

aggression, not to speak of cultural understanding.  Companies will be 

looking to hire and develop leaders who can handle even more turmoil and 

complexity than previously experienced.  Perhaps, as was suggested in our 

interviews, these executive leaders will be hired especially for these 

countries and have short-term contractual assignments of about five years.  

Some companies are already doing this.  In this context, of course, 

executive development will most likely not be on the agenda. 

 

However, other DCCs will be helping executives to develop the above-

mentioned competencies and others as well.  Among the ones mentioned 

above, greater cultural understanding will be emphasized.  There are several 

aspects to this.  Companies described not only a need of their executives to 

develop a greater understanding of “foreign” cultural behaviors, but also a 

more respectful attitude to other cultures.  Even today this aspect is 

stressed in the education and development of their global executives.  There 

is a third element to this issue of understanding others, and that is the need 

to better understand one’s own culture and values in order to better 

appreciate others’ and to deepen therefore, one’s self awareness. The 

development of self-awareness and “authentic leadership”, or “head, heart 
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and guts” is integral to the development of global leaders and will continue 

to be so in the future to an even greater extent. 

 

Some companies say they are looking for executives who are able to adopt 

new ways of thinking, factoring in sustainable development and societal 

concerns. They are looking to recruit and develop executives who can 

embrace these new paradigms and having a “Western” education may not 

necessarily help.  What they mean by the latter is that the educational 

system in the West, including its schools of business, are too linear, and too 

much based on Aristotelian logic, whereas the world seen from developing 

countries and the problems they face are a little bit of “A” and a little bit of 

“B” and not just that “A” is not “B”.  They are looking for leaders who “think 

in ‘spiro cyclical’ and not linear terms”, says Satish Pradhan from Tata.xxviii  

“Seen through the eyes of a modern Chinese executive, a typical 
Western businessman is an antique. The Westerner’s manner of linear 
analysis and individualism may be perceived with polite curiosity…”

We are reminded here of a recent study on western expatriate’s and China in 

which the opening statement begins as follows:  

xxix

 
 

 

For executives from DCCs gaining a better understanding of these behaviors 

and ways of thinking is a matter of necessity as new owners and critical 

shareholders from developing country companies are increasingly 



Page -15- 

important shareholders of their own companies.   Several examples 

come to mind, including Citigroup and UBS. 

  

For their part, the ECCs will continue their engagement with the global 

economy and political system.  The difference will be that the world will be 

dealing with an even more confident, prosperous and competitive ECCs and 

they will be shaping the business and political world in their own image as 

never before in the modern era.  Of course, there is the possibility that 

nationalism and protectionism might lead to barriers being placed in 

globalization’s path but even if this is the case, businesses will no doubt 

prove flexible and adaptable.  The general view seems to be that increasing 

global integration is unstoppable and so, therefore, is the need for global 

executives and leaders. 

 

Almost all those interviewed for this article from DCCs stated that there will 

no doubt be a noticeable increase in the hiring and development of 

executives from emerging markets and a noticeable increase in the 

number of assignments to the headquarters of DCCs. The US was named as 

one of the most desirable places to work.  In supervising Americans, they 

say, this will give Asian executives more confidence, and a better 

understanding of Western ways of thinking.  There is a “fear” among some 

Asian executives that they are not able to be global executives said one, 



Page -16- 

even though it was not a question of talent or business acumen, but really a 

matter of confidence.  Actually experiencing being a “boss” in developed 

country companies will go a long way to changing this situation they say. 

 

At the same time there will be an effort made by DCCs to demand that 

aspirants to global positions should have several important 

international assignments (and not just international responsibilities 

without living in a foreign country).  Ericsson’s executive cadre all have 

development plans that are based on international assignments. At an early 

stage in their careers they are asked if they are interested in taking on 

international assignments and if not, they are not considered to be 

candidates for top positions. Some companies, like Johnson & Johnson, have 

considered making two to three such international positions a requirement 

for very senior positions but this has not been implemented as policy but 

more as an unwritten aspiration-- at 3M it is an unwritten rule that aspiring 

executives need to take on international assignments.  But even bolder 

measures may be coming. Some interviewees expressed the view that their 

top leadership were now even considering moving their corporate 

headquarters from the US or Europe to Asia because global growth was and 

will continue to be primarily in Asia and in this way they could be closer to 

the business.  There is a precedent for this when Caltex moved its 

headquarters from Dallas to Singapore in 1999. 
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However, at least for the moment, the use of expatriates and executives 

from DCCs seems prevalent among those we interviewed. Some companies 

were finding it hard to develop “regional” executives in emerging markets 

such as North East Asia and South East Asia.  While they find very talented 

people who can manage national roles they find it difficult to find local 

executives who can manage regionally.  They find that expates from 

developed countries to be more effective.   There are many reasons for this 

state today foremost among them is that there has never been an “Asian” 

region or reality.xxx

 

 Only today do we see some semblance of regional 

integration and even then it is not for all of “Asia” but for South East Asia in 

particular through the ASEAN alliance of countries.  The same is true for 

other parts of the world including South America and Africa.  This dilemma, 

therefore, for DCCs is a transitional one that will change in time, but for the 

moment causes some concern. 

DCCs will find it increasingly difficult to recruit and develop global 

executives from emerging countries unless they dramatically change 

their practices.  DCCs often discuss the difficulties they have in retaining 

some of their most talented executives citing the following reasons why their 

global executives leave: a lack of respect for them, the home-country 

culture of arrogance towards them and their country of origin, not providing 
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them with opportunities to work abroad and to take on more responsibilities 

in their home countries.  DCCs are perceived to have “glass ceilings” for 

non-locals  and talented people from emerging countries do have a choice.  

They are not inclined to join DCCs or ECCs that do not have “foreigners” or 

“non-locals” at the highest levels of the company, and there is clearly a need 

for DCCs to have more representative and diverse board members.  They 

will have to work much harder at recruitment and especially development, 

and on providing meaningful and rewarding assignments and jobs.  This is 

particularly the case with the release of a recent McKinsey study that shows 

that there is a strong correlation between financial performance and best 

practices for managing talent globally.xxxi

 

 

We will see a pronounced pressure on Human Resource departments 

in the DCCs to do things differently.  They are sometimes criticized for 

“not thinking and acting internationally, and are not ensuring that non-locals 

are considered for senior positions”.  Another practitioner added that “they 

are also not fully experienced in assisting the local leaders in formulating 

their development plans. These departments do not fully understand nor 

appreciate the developmental needs and requests of executives from 

developing countries who are often very clear about their own personal 

development and career aspirations.  As a result, executives from emerging 

countries are not seen as being part of the talent pool of global executives.  
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These behaviors and attitudes of course undermine the performance 

potential of entire organizations. 

We shall therefore see a reemphasis on the strategic role of HR and OD for 

global companies.  Practitioners in this area will be in the spotlight and it is 

clear that the discipline and profession must in general “skill up” and among 

other things, develop comprehensive “learning architectures” for all talented 

and selected global leaders in the company. 

 

Besides international assignments, multilingual and multicultural skills will be 

stressed, along with the ability to understand how governments work, and 

how to better appreciate the concerns of the society they work in. The need 

to find and develop these skills has consequences for the development of 

global executives. 

 

As a result, the development of global executives will include 

increasingly deeper and more comprehensive experiences and 

engagement with government AND civil society.  Corporations and 

their senior executives and managers will be required to have a much better 

understanding than we see today of the external environment of their 

business including the national strategies of countries, and the civil sector. 

This will require executives in future to be far more engaged with these 
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stakeholders in what has been termed a “threefolding” relationship, both 

nationally and internationally.xxxii 

 

Some countries and organizations are already doing this, launching new 

initiatives between private and public sectors, as in the case of the Canadian 

Public Service.  In the private sector, we see organizations developing 

talented mid-level leaders for future global roles that will require them to 

work in the new international business environment.  

PricewaterhouseCoopers (PwC), for example, takes twenty partners (in 

pairs) to eleven countries to work with colleagues from other global regions 

on things like ecotourism and AIDS awareness projects for eight weeks plus 

two weeks of training and briefing.  A company representative stressed that 

such a program builds leaders…capable of confronting the challenges of an 

increasingly global business”.xxxiii

xxxiv

  More recently, Daimler, formerly 

DaimlerChrysler, has developed a program and a series of activities which 

engage potential leaders from the Middle East.   

 

The company has started 

a dynamic relationship with one of the most important civil organizations 

there—Young Arab Leaders. 

One issue of acute concern to DCCs is the matter of knowledge transfer 

across the generations and its implications for the development of senior 

global executives.  Within five to eight years, countries with ageing 
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populations will see entire industries lose substantial “know-how” through 

the retirement of the co-called “baby-boom” generation. This fact, coupled 

with the trend that top positions are being taken by executives considerably 

younger than in previous decades, has alerted organizations to need to 

incorporate some form of knowledge transfer across the generations 

in order not to lose a competitive advantage from decades of 

experience and learning.  Some companies refer to this as part of their 

desire to create and foster a “learning organization”.  As a result, 

mentoring and coaching are on the increase at senior levels as are more 

“programmed” learning interventions.  These range from ensuring that board 

meetings often include time for discussion with subject specialists on topics 

of a more general interest, such as social and intellectual trends, to formal 

week long programs at world-renowned universities on such topics as 

biotechnology, and other issues in the news.  Certainly these are also 

occasions for knowledge sharing and transference.  In general, “learning” as 

a concept and approach is in a period of acceptance at executive levels. 

 

Some of the bolder initiatives in this regard involve the engagement of 

global executives with Action Learning.  General Electric, one of the early 

adapters of Action Learning in the US, for example, has reinvigorated its 

extensive use of business driven action learning with a new program that it 

calls “Leadership, Innovation and Growth,” developing executive leaders in 



Page -22- 

intact teams. One could also mention Intel’s innovative use of Action 

Learning for strategic exploration that involves the top executive team.xxxv 

Not long ago a healthcare company involved its entire management board in 

an Action Learning approach to decision making.  Faced with a decision on 

where to invest in Central and Eastern Europe, and after some preparatory 

work, members of the board dispersed to selected locations in order to 

discuss with local thought leaders, government officials, and respected 

sociologists on the future directions of these societies.  Having done this in 

sub-teams of two or three, they regrouped after a few days to consider their 

learning about the external environment of their business, about their 

teamwork, about themselves and how they learn, and of course about what 

needed to be done for their particular business challenge—all aspects of 

what is called “Business Driven Action Learning”.  More than just a task 

force or a retreat, these executives also wanted to develop themselves as 

leaders and learners, and to enhance their teamwork skills and behaviors 

while at the same time addressing a critical business issue.  This is an 

example how in DCCs Action Learning is evolving in many different ways 

within organizations and among executives.  Perhaps this is no surprise 

because at its foundation, Action Learning is both a philosophy—that 

learning is deepest when anchored in experience and when shared by people 

who are “thirsty learners”—as well as a method for executive development 

and education.  A deeper understanding of the roots and fundamental 
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principles of Action Learning are moving global executive development in 

ways that are “infinite in all directions”, to paraphrase the physicist Freeman 

Dyson. Of particular note is the expansion of Action Learning communities of 

practice in this area, as for example, the recently formed Korean Action 

Learning Association that has a membership of several hundred companies 

and practitioners.xxxvi 

 

Future Trends in Emerging Country Companies 

With substantial growth rates in emerging countries, there is a desperate 

need for global executives in these regions.  In more “normal” 

circumstances, as we have already mentioned, it takes between twenty to 

twenty-five years to develop executive talent, whereas in emerging 

countries the need is to collapse this to around fifteen years.  Moreover, 

ECCs have not, to date, focused enough energy, resources and effort on 

developing executives and have taken the more expedient path of hiring the 

talent they need from the outside.  As a result, we see increasing signs of 

emerging countries and ECCs becoming net importers of talent from DCCs 

and developed countries however even this measure has its obvious limits. 

At issue is the fact that Asia and other emerging markets are behind in 

addressing their need and desire to develop global executives from among 

their own management population at a much faster pace. 
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Many companies have addressed this lack of leadership development 

through what they call “accelerated” global executive development 

taking a page from GE, DuPont and others to rapidly develop regional 

leaders in Asia. Given special attention and mentoring by the most senior 

executives in the organization, these local talents are provided with ever 

increasing responsibilities and opportunities with the understanding that 

they in turn will do the same for their direct reports.  Korean multinationals, 

for example, have embarked on a very ambitious and focused effort to 

prepare themselves for even greater globalization through a variety of 

measures, including the introduction of global Human Resource Management 

to attract global talent.  At LG’s corporate headquarters, English is being 

introduced as the preferred language of communication.  “Talent 

procurement” is being replaced by “talent investment”.xxxvii 

 

There is also an issue about the content of this development. Many ECCs are 

today sharing experiences with other countries with similar problems, issues 

and opportunities.  South African managers and executives, for example, are 

reaching out to companies from the BRIC countries (Brazil, Russia, India, 

China) and other ECCs, and engaging more with these countries and 

companies than with DCCs.  Likewise in the development of global 

executives from other ECCS there is greater learning now from the BRIC and 

emerging markets with very little “Western” input that, which they say, 
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stresses only “bottom line performance” –an approach that is neither 

appropriate nor desired in emerging countries and ECCs. 

  

Another reason why the ECCs are cooperating and learning together is what 

one influential HR practitioner in Asia called the “underdevelopment of 

leadership practices in Asia”, one manifestation of this being the lack of good 

coaches.   Efforts to address this underdevelopment include Asian inter-

company B2B learning consortium programs.  Their purpose is to increase 

awareness about leadership and to have executives reflect on their own 

leadership development and benchmark other leaders at their level.  

 

In the ECCs we will see the Great Return—Western educated and 

experienced executives who will be engaged by these companies to play 

leading roles both domestically and in new markets abroad. Already Indian 

multinationals are reversing the “brain drain” by hiring Indians who are 

working in the US and Europe and using their experience for the next phase 

in their expansion.xxxviii This will also be seen in Africa, where the return of 

thousands of Western-based managers and executives will enhance the 

position of the “new Africa”: It is estimated that some five million African 

entrepreneurs and professionals live in the Diaspora and about 40% of 

African “high level managers and professionals” live outside of Africa. The 

economic downturn in developed countries will no doubt accelerate this 
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Great Return.  For example, some observers have mentioned that in their 

view about five thousand well trained engineers and managers will be 

returning to India from DCCs due to the lack of growth and prospects in the 

ECCs.xxxix 

 

These trends will have a profound effect on the development of global 

executives from these regions.  These leaders will be spending more time 

teaching other leaders which in turn will no doubt see the rise of greater 

developmental activities by the ECCs and greater training initiatives for less 

senior managers. 

 

In future the development of global executives will more and more 

be a joint venture with local governments as part of a national 

strategy. One global executive in Singapore, for example, is conducting a 

pilot project on developing leaders for the 50,000 SME’s in his country.  He 

and the government would like to ensure the survival of Singapore’s 

dynamic export-led economy and so there is an agenda to create a 

deliberate process to develop high potentials in this area. “Talented people 

go to multinational companies where there is a people development focus” 

but this needs to be done for local companies as well. The project will 

involve a consortium of about fifty companies who will each select one to 

two people to participate in this consortium of apprentices over a period of 
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four to eight years. After this experience the idea is that they will be able to 

work in any of the member companies of this Consortium.  Unlike traditional 

mentoring programs where there is an individual mentor for a mentee, this 

approach will involve more than one mentor.  Action Learning is fundamental 

to this program.xl

 

 

China is also examining ways to maximize its thirst and respect for learning 

and education with greater cooperation between the public and private 

sectors.xli

 

 And in South Africa, the deputy President has given her blessing to 

what has been called “The South African Experiment” to not only bring 

private and public institutions together but to help develop the next 

generation of global leaders through Action Learning and the cooperation of 

the multinational business community. 

Towards True Globalization 

We began this article by stating that we are in a period of profound 

transformation and we conclude by reiterating that when looking into the 

future, we will, within a few generations, reach a point where the 

“Westernization” of the world will take a secondary place to true 

globalization.  The world will become more multipolar and inclusive, 

especially as we acknowledge and deal with the “irresistible shift of global 

power to the East” as one of Asia’s most distinguished public intellectuals, 
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Kishore Mahbubani, wrote recently.xlii

 

 To be sure, regionalism and localism 

will be with us as we live through the dilemmas of globalization and 

localization. 

Global executives will be needed as never before and their development will 

be one of the most important concerns of business leaders.  But there will be 

an important shift in the content and in the approach to their development--

away from the simplistic and linear, and largely Western way of “doing 

business” to a much more complex, holistic, and largely Eastern way of 

integrating and engaging with society on issues that are well beyond the 

purely national and regional.  For the first time in human history, we shall be 

looking at business and the development of global executives through the 

prism of planetary survival.  As practitioners our purpose will be to help 

create teams, organizations and societies fit for purpose and fit for people. 
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