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ABSTRACT

Although the need to develop global leaders with adequate intercultural competencies has become obvious
(Morrison, 2000; Suutari, 2002), global leadership, as an emerging field, has not received a great deal
of attention (Morrison, 2000). Literature of developing global leadership has been focused on partial
evidence to generate simple universality with an American bias (Dickson, Hartog, & Mitchelson, 2003).
This chapter attempts to propose an integrative Intercultural Effectiveness (ICE) model for Human
Resource Development (HRD) professionals. The model evolves a theoretical conceptualization to link
ICE and global leadership with the theory of transformative learning and the process of cross-cultural
learning. It provides a series of process guidelines for HRD professionals in designing, developing, and
conducting HRD programs for the development of global leadership.

INTRODUCTION

Today’s global economy has created an ever-
changing environment in which most organiza-
tions must learn to cope with the change. Under
the trend of globalization, the global environment
has not only changed the way organization is
conducted, it has also changed the criteria of ef-
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fective leadership practices (Caligiuri & Tarique,
2009). Developing global leadership has become
a critical issue discussed in much of international
business literature (Brake, 1997; Bueno & Tubbs,
2004; Conner, 2000; Gregersen, et al., 1998; Kets
de Vries & Mead, 1992; Moran & Riesenberger,
1994; Rhinesmith, 1996; Rosen & Digh, 2000;
Speitzer, et al., 1997; Srinivas, 1995; Suutari,
2002).
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Literature reveals that finding talented global
leaders is getting harder due to the lack of global
talent (Bhasin & Cheng, 2001). The most chal-
lenging task many global organizations are facing
is developing a cadre of global leaders for helping
them survive and move forward (Pucik, 1984).
Conner (2000) asserted that accelerating global-
ization, new technology, and intense competition
strengthens the need to develop future global
leaders who are equiped with international skills
and knowledge that help them to face the ever-
changing world. The need to develop global lead-
ers with adequate intercultural competencies has
become obvious (Morrison, 2000; Suutari, 2002).
The implication has made a significant impact
on the field of Human Resource Development
(HRD) (Osman-Gani, 2000; Yaw, McGovern,
& Budhwar, 2000). The purpose of this chapter,
therefore, is to propose an integrative model of
Intercultural Effectiveness (ICE) competencies,
to conceptualize intercultural competencies, to
identify the processes and the outcomes of cross-
cultural learning, and to highlight guidelines for
HRD to develop global leaders.

GLOBAL LEADERSHIP

Global leadership is an emerging topic that has
received far less attention than the more common
topic of domestic leadership (Morrison, 2000).
Jokinen (2005) defined global leaders as those
who take on more global responsibilities and who
have more global duties. The development and
management of a global organization requires
individuals who possess a global mindset, global
competencies, and who think, lead, and act from
a global perspective (Kim, 1997).

However, the primary problem in defining
global leaders and identifying the competencies
required for their development have not reached
consensus. Withoutagreement on the intercultural
competencies required for global leaders (Johnson,
Lenartowicz, & Apud, 2006), planning for their

150

Developing Global Leaders

leadership development becomes problematic
(Jokinen, 2005).

Gregersen et al.’s (1998) survey indicated
that 85% of Fortune 500 firms reported limited
numbers of global leaders. There are only eight
percent of companies in Fortune 500 firms that
report comprehensive systems for developing
global leaders (Suutari, 2002). The shortage of
global leaders has become a critical issue for many
organizations to achieve success in the global arena
(Shen, 2005). Therefore, it is necessary to explore
the competencies that are required for developing
global leaders in order to form a consensus for
the area of global leadership.

Global Leadership Competencies

The competencies of global leaders empower
them to perform jobs across cultures effectively.
Caligiuri and Tarique (2009) pointed out that ef-
fectiveness of global leadership can be fostered
by developing the intercultural competencies or
facilitating the global mindset across the nations
for leaders. Reviewing the literature, a summary
of competencies for developing global leaders is
presented in Table 1.

Similarly, Virjee (2004) asserted that the
“single-most important skill to acquire in the 21
century is intercultural competence” (p. 35).
Caligiuri and Tarique (2009) suggested by the
practice of intercultural competencies, the effec-
tiveness in global leadership activities can be
facilitated.

Intercultural Effectiveness
Competencies (ICE)

Intercultural competency is a concept that has
been explored and researched under different
terms, such as cross-cultural effectiveness (Kealey,
1989), cross-cultural adjustment (Benson, 1978),
cross-cultural competence (Ruben 1989), cross-
cultural communication effectiveness (Ruben,
1987), intercultural effectiveness (Cui& Van Den



12 more pages are available in the full version of this document, which may
be purchased using the "Add to Cart" button on the publisher's webpage:
www.igi-global.com/chapter/developing-global-leaders/67056

Related Content

Leveraging the Power of Diversity in Workplace Learning Strategies

Rita C. McNeil (2012). Handbook of Research on Workforce Diversity in a Global Society: Technologies
and Concepts (pp. 225-243).
www.irma-international.org/chapter/leveraging-power-diversity-workplace-learning/67060

Wendy Bussen, Auckland University of Technology
Wendy Bussen (2007). Contemporary Chief Information Officers: Management Experiences (pp. 49-56).
www.irma-international.org/chapter/wendy-bussen-auckland-university-technology/6998

Applicant Information and Selection Strategies in Corporate Web Site Recruiting: The Role of
National Culture

Jonas F. Puck, Dirk Holtbriiggeand Alexander T. Mohr (2009). Handbook of Research on E-Transformation
and Human Resources Management Technologies: Organizational Outcomes and Challenges (pp. 187-
201).

www.irma-international.org/chapter/applicant-information-selection-strategies-corporate/20061

Knowledge Worker Faire Compensation: Ethical Issues and Social Dilemmas

Gongalo Costa (2012). Human Resources Management: Concepts, Methodologies, Tools, and Applications
(pp. 1068-1084).

www.irma-international.org/chapter/knowledge-worker-faire-compensation/67207

Dynamics of Knowledge Renewal for Professional Accountancy Under Globalization
Artie W. Ngand Florence Ho (2014). Strategic Approaches for Human Capital Management and
Development in a Turbulent Economy (pp. 264-278).
www.irma-international.org/chapter/dynamics-of-knowledge-renewal-for-professional-accountancy-under-
globalization/80752



http://www.igi-global.com/chapter/developing-global-leaders/67056
http://www.irma-international.org/chapter/leveraging-power-diversity-workplace-learning/67060
http://www.irma-international.org/chapter/wendy-bussen-auckland-university-technology/6998
http://www.irma-international.org/chapter/applicant-information-selection-strategies-corporate/20061
http://www.irma-international.org/chapter/knowledge-worker-faire-compensation/67207
http://www.irma-international.org/chapter/dynamics-of-knowledge-renewal-for-professional-accountancy-under-globalization/80752
http://www.irma-international.org/chapter/dynamics-of-knowledge-renewal-for-professional-accountancy-under-globalization/80752

