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inTroducTion
The way of doing businesses is rapidly changing on a 
global scale. Recent advancements and the technological 
boom have dramatically transformed organizational 
settings, developing markets, and business operations. 
Globalization demands that leaders directly adopt these 
changes however transformation within an organization 
is difficult in the absence of a global context. Cultural, 
linguistic and geographical challenges are just a few 
obstacles that face emerging leaders when attempting 
to adopt global change. Examining the contextual and 
cultural factors that define global leadership will enable 
executives to develop an in-depth understanding of the 
differences between local and global environments.
 

In order to assist leaders and executives in understanding and 
embracing these changes, our study addresses the latest trends 
and patterns involved in global leadership. In this study, we identify 
the key characteristics and traits an individual requires in order to 
become a successful global leader. For this reason we have in-
cluded the leadership profiles of CEOs that are considered ‘giants’ 
in the global industry; they are trailblazers, and their courses serve 
as successful roadmaps for emerging leaders. 

This research also highlights challenges and key opportunities 
often experienced by managers in global settings. In summary, this 
report offers global leadership insights that can be useful to man-
agers, entrepreneurs, and students who are (or will become) lead-
ers in their industry or who will become tomorrow’s global leaders.
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inTroducTion 
To Global 
leadership
Globalism has dramatically changed classical business 
strategies and patterns. The term ‘convergence’ has 
become the new buzzword in the corporate world. 
Most industries today offer boundless opportunities, 
and enterprises are evolving into global ventures. The 
earlier trend of vertical convergence has transformed into 
horizontal convergence. Mergers, acquisitions, alliances, 
partnerships, and outsourcing have developed new global 
methodologies which allow managers to access a variety of 
skills, resources and market opportunities that go beyond 
cultural and political boundaries.

The purpose of this report is to touch on the role of globalization 
in the development of contemporary businesses, providing a point of 
reference for global leadership development. Our research highlights 
the key challenges of global leadership and the opportunities it pre-
sents. Leaders today need to grow with a global mindset, develop a 
unique identity and create a flexible, adaptable worldview. Therefore, 
this study aims to help managers to develop a strong, global mindset, 
enabling them to successfully respond to change and take advantage 
of new opportunities.

 Moreover, this report also focuses on identifying and examining 
key trends in global leadership. In order to broaden research bounda-
ries, this report includes profiles of highly successful leaders from the 
global business world. These exemplary profiles may be helpful in un-
derstanding the traits and virtues of a global leader.
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What does ‘Global’ 
and ‘Globalization’ 
Mean?

The biggest corporate chal-
lenges and opportunities 
are usually global in na-
ture (Cabrera, 2012). The 
term ‘global’ in the busi-
ness domain refers to the 
international trade, where-
as ‘global business’ refers 
to the organization doing 
business worldwide. The 
long distance trading of 
goods has been practiced 
in Europe since the Stone 
Ages. In early Greek civi-
lization, sea-borne trading 
was quite common in vari-
ous regions of the world. 

Sea-borne trading was not 
global by definition; but it 
involved similar character-
istics. Actual global trad-
ing began at the beginning 
of the 17th century, which 
rapidly changed the way of 
doing business forever.  

According to Cabrera (2012), 
the old motto of ‘think global, 
act local’ does not embrace 
the real-time, complex realities 
experienced by global leaders. 
Global leaders today are 
responsible for connecting 
talent and resources beyond 
cultural and political boundaries. 
Contemporary global leaders 
not only think globally, they also 
act globally. 

Leaders possessing a global 

mindset can easily connect with 
other companies and pursue 
partnerships through cross-
boundary business and trade. 
They know how to create value 
through international connec-
tions. They connect with stake-
holders, create value and grow 
their organizations. 

The term globalization refers 
to social transactions and link-
ages, cross-regional or interre-
gional workflows, cross-border 
networks and activities, and 
power and interaction (Held et 
al. 1999). Tessmann-Keys and 
Wellins (2007) claim that globali-
zation refers to the expansion 
of business opportunities on a 
large scale. New market oppor-
tunities are available to organiza-

tions that provide resources to 
deliver their goods and services 
to their customers. Held et al. 
(1999) classified global change 
into four major types. The first 
type of change embodies the 
cross-border social, economic 
and political environment. The 
second type of change involves 
intensification which refers to 
the growing magnitude or in-
tensity of relations, exchange 
of goods, investments, culture, 
and migration. The third type 
involves cross-border circu-
lation of goods, information, 
people, ideas and investments. 
As the velocity increases, the 
development of global interac-
tions will accelerate. The last 
type involves proliferating and 
growing global interactions 
while maximizing impact on lo-
cal and global affairs. In short, 
one could argue that globaliza-
tion in business is the process 
of expanding, increasing and 
intensifying the impact of com-
mercial, political and social re-
lations and linkages.  

Globalization vs. 
Internationalization

Many professionals and 
researchers use the term 
internationalization in-
terchangeably with glo-
balization.  

According to Worthington 
and Britton (2009), globaliza-
tion and internationalization in 
the domain of business differ 
from each other. It is important 
that organizations understand 
this gap. Globalization is dy-
namic in nature. Earlier, it was 
believed to be the process of 
westernization of developing 
countries. However, this idea 
has been redefined by rapidly 
developing economies includ-
ing India, China and Brazil. 
During the 1980s, the share of 
developing countries in global 
trade was reported at 22%, ris-
ing to 32% by 2005. As per the 
analysis of Worthington and 
Britton (2009), this figure is ex-
pected to reach 45% by 2030. 
Globalization is more about in-
tegration of markets and pro-
duction on a global scale. 

The world is shifting from 
domestic markets that his-
torically restricted access 
to trade via regulations, dis-
tance and cultural barriers. 
The technological boom and 
enhanced mass communica-
tions have introduced limit-
less opportunities for individ-
uals to collaborate, trade, and 
exchange knowledge. 

Internationalization defines 
the strong relationship between 
regional states who trade and 
exchange resources.

What is Global 
Leadership?

In the last two decades, 
global leadership has 
evolved as the latest trend 
for modern world manag-
ers. This trend is regarded 
as a response to the in-
creasing need for multi-
national firms to develop 
strong global strategies, 
to flourish in internation-
al markets and to enjoy a 
competitive edge in the 
global market (Menden-
hall et al. 2008). Hinds et 
al. (2011) stated that the 
increased magnitude and 
development in global 
business, which is often 
defined as managers col-
laborating and coordinat-
ing beyond national and 
regional boundaries, is 
extraordinary. It is impor-
tant to understand that a 
good leader in an interna-
tional environment will 
not necessarily make a 
good global leader. 

Leadership Differs 
From Global 
Leadership

Every leader has a particu-
lar role which may or may 
not include a global aspect. 
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Even a successful leader 
cannot effectively run a 
global corporation utiliz-
ing the same talent and 
traits that he relies on to 
successfully manage a lo-
cal or regional company. 
Working in a global in-
frastructure and having 
diversified cultural norms 
and backgrounds is quite 
different from operating in 
a local environment. Even 
if a good leader adapts 
their skill set to a global 
environment, they must 
still employ additional 
time and effort to adapt 
to the standards, practices 
and regional trends within 
the countries they oper-
ate. Even a single slip-up 
can damage relationships 
with internal and external 
stakeholders.

Global leaders must per-
form like domestic leaders 
while shifting strategies, per-
sonal attitude and business 
processes to international 
standards. 

Global Leadership 
Key Trends

Parrey (2013) and Jones 
(2013) presented some 
major trends that indicate 
the direction of future 
global leadership develop-
ment in high-performing 
firms. These trends will 
help global leadership 
professionals address the 
four key questions which 
are as follows:
• Who should become global 

leaders?
• How should they be selected?
• What skills are required to 

become a global leader?
• How to measure the effec-

tiveness of a global leader-
ship program initiative?

Jones (2013) and Parrey (2013) 
answered these questions by 
defining a new outlook for glob-
al leadership development. The 
key trends for modern global 
leadership are described as:
• Modern firms identify their 

leaders by their dominance 
and influence rather than 

their rank or position. It has 
been estimated by Jones 
(2013) that about 53% (more 
than half) of organizations 
recognizes their leaders not 
on the basis of their job type, 
but in terms of their influ-
ence and performance level. 
About four out of ten re-
spondents indicate that they 
require a leader who is able 
to influence a group, while 
14% of respondents defined 
a leader as a person who 
stands out in performance 
rather than in management 
of people. 

• Strategic management plays 
an important role in driving 
global leadership programs. 
As per the analysis of Jones 
(2013) long-term strategies 
will persist on driving global 
leadership development with 
a greater emphasis on stra-
tegic workforce planning, 
something necessary to spot 
competency gaps. 

• Technology and innovation 
are two critical aspects in 
global leadership programs. 

“Globalization has resulted from the collapse of global 
communism. The recent trend is dominating the markets 

now, which leads to free trade of goods and services, 
enhanced capital and knowledge, and increased number 

of job opportunities.”

Very often, virtual technology, 
creativity, social networking 
and establishing a culture of 
innovation are absent from 
global leadership programs. 
Change management and 
critical thinking will continue 
to enjoy the top two positions 
in the list of essential compe-
tencies required in a global 

leadership program. Other 
competencies include cul-
tural engagement, corporate 
insight, creativity and part-
nerships development, etc…  
(Jones 2013; Parrey 2013). 

• High-performance organiza-
tions (HPOs) are sending their 
managers to global leader-
ship development programs. 

Although chief executives 
and high performing employ-
ees are regarded as the most 
preferred candidates, glob-
al leadership development 
makes the process of selec-
tion accessible to any man-
ager who shows an interest.  

• In order to measure the 
global leadership develop-
ment initiatives, Parrey (2013) 
suggests that engagement 
scores of the leaders be-
come prominent. In addition, 
sales and productivity meas-
ure scales are found to be 
more useful when compared 
to traditional measurement 
scales. These scales greatly 
help determine the perfor-
mance and effectiveness of 
global leadership programs.
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challenGes 
and 
opporTuniTies 
for leaders
Companies around the world want to achieve success, develop 
their competencies, embrace innovation, and expand.   
This chapter aims at highlighting the key challenges 
and opportunities experienced by the global leaders of 
modern world. The findings of this chapter can benefit 
the managers striving to set an error-free, successful global 
leadership strategy for their businesses. 
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An effective strategy for ‘be-
yond borders’ expansion in the 
21st century should include ten 
critical steps. 
• Localize the global and glo-

balize the local; adjust your 
strategy accordingly. It is im-
portant to pay attention to 
the global vs. local balance.

• Involve local partners; take ad-
vantage of their local insights, 
contacts and also avoid over-
heads. Often they can be of 
significant help in overcoming 
government barriers.

• Form partnerships (aka stra-
tegic alliances). A strategic 
alliance is a relationship be-
tween firms to create more 

value than they can achieve 
on their own. 

• Locate and invest in the un-
tapped part of the market. 
Domestic and international 
underserved markets rep-
resent a multitrillion-dollar 
opportunity that is largely 
untapped. 

• Collaborate with non-tradition-
al partners. Non-corporate 
and non-profit local partners 
can provide the necessary 
expertise on social infrastruc-
ture and local legitimacy.

• Remember that the best 
way to predict the future is 
to create it. Do not allow fear 
to put you off. 

• Customize your brand for 
the local market.

• Develop a communications 
program based on your 
company’s core vision and 
competitive advantages. 

• Engage your grassroots 
staff; they are able to help 
creatively and aggressively.

• Create organizational energy 
by sharing the challenge and 
by inspiring and mobilizing 
your people.

Key Challenges 
Faced by the 
Leaders Today

Tessmann-Keys and 
Wellins (2007) believe 
that customers, capital 
and suppliers are the keys 
to success in a globalized 
era. Organizations that 
invest in developing glob-
al leadership traits and 
encourage out-of-the-
box thinking significant-
ly grow their outreach, 
against entities that do not 
question the status quo 
and resist risk-taking and 
change. There is a growing 
demand for business and 
trade with the developing 

economies such as Brazil, 
Russia, China, India and 
South Africa. Business in 
emerging markets pre-
sents a series of challeng-
es along with remarkable 
opportunities. Issues like 
poor infrastructure, inad-
equately functioning legal 
and education systems, 
corruption, inequality, 
and poverty are all chal-
lenges faced by outward-
looking leaders who ap-
ply expansion and growth 
strategies.

Head-to-Head 
Competition for Global 
Leaders
Competition is more relentless 
than ever. New competitors 
emerge from all regions of the 
globe. 

Traditional Leadership 
Skills Are No Longer 
Enough
Companies need to expand 
their perspective of global 
leadership and think out-of-
the-box. Modern world global 
leadership requires agility 
and adaptability to address 
different market conditions.

Self-Adaptability
Leaders must be equipped 
with the right skills that will 
enable them to accurately 
interpret people and their 
cultural environment so that 
they can adjust their attitude 
accordingly and achieve their 
goals.

Learning Ability to 
Manage External 
Factors
Understanding and managing 
the external environment is yet 
another challenge for today’s 
global leaders. Leaders need 
to understand the political, 
governmental, historical, and 
economical forces that may 
affect their plans. These are all 
external forces that may impact 
a global strategy.

Strong 
Opportunities for 
Global Leaders

In order to develop suc-
cessful, efficient glo-
balization strategies and 
achieve consistent growth 
in new markets, one re-
quires strong, effective 
global leadership traits. 

“Remember that the best way to predict the future is 
to create it. Do not allow fear put you off.”
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CEB (2012) studied the 
corporate performance of 
more than 12,000 senior 
global executives work-
ing at 90 companies and 
found that businesses that 
thrive are those operating 
under insightful global 
leadership. It appeared that 
this applied to less than 
one out of five of the senior 
corporate leaders studied. 
Let’s have a look at some of 
the qualities possessed by 
‘global leaders’:

Big Names in the 
Industry Opening New 
Doors to Upcoming 
Talent
Companies that devote 
significant resources to 
developing powerful global 
brands offer greater access 
to leadership individuals 
around the globe, supporting 
the selection and recruitment 
of top talent. Although the 
battle for selecting the best 
candidate appears aggressive, 
the corporate giants like 

IBM, Toyota and Intel have 
already taken this initiative for 
developing global leadership.

Competitive Edge
Competitive fields lean signifi-
cantly towards having expert 
global leaders on their team. 
These leaders understand 
the customs, cultural norms, 
and etiquette of the targeted 
place or the region in which 
they operate. They also know 
the degree of business in the 
target place i.e. the success 

and failure determinants. The 
capability of estimating these 
determinants can be either 
as easy as understanding the 
cultural norms, or as technical 
as having knowledge of the 
supply chain relationships in a 
country (Tessmann-Keys and 
Wellins, 2007).
 
Increased Level of 
Competence
Global expansion is focused 
on low costs but competence 
is only accessible to the right 
kind of leaders. True global 
leaders identify and capital-
ize the potential of every sin-
gle asset within their global 
range. Leaders having a glob-
al mindset will leverage further 
skills and opportunities that 
emerge from a new place in a 
timely fashion for e.g. by offer-
ing unique product design or 
strong customer service.

Global Leadership 
Network
True global leaders develop 
other global leaders and the 
chain moves on. For instance, 
Honda expanded its global 
leadership network to set a 
dominant presence in North 
American regions by ensur-
ing that Japanese top-man-
agement was offered facili-
ties in accordance with North 

American culture. Through its 
global leadership initiative in 
North America, the company 
shifted their mentors and ex-
perts around the world, even 
in Japan. Honda’s US divi-
sion transfers the various de-
partment leaders to different 
plants and construction units, 
to ensure they experience dif-
ferent standards and working 
environments. The major focus 
has been on the North Ameri-
can market, but the company 
actually takes a ‘North Ameri-
can ambassador’ and drops 
him or her into either one of 
its Japanese or other inter-
national settings, challenging 
them to lead effectively and 
successfully under diverse cir-
cumstances (Tessmann-Keys 
and Wellins, 2007). 
In order to ensure on-going 
success, leaders must iden-
tify leadership candidates who 
not only possess strong lead-
ership skills, but who also own 
the right kind of attitude and 
capabilities, along with high 
competency to grow in more 
crucial global roles.
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recenT 
Trends 
for Global 
leaders 
Leadership profiles have been dramatically trans-
formed, following a paradigm shift in leadership prac-
tices over the past few years. These implications are ac-
companied by both sustainable patterns and evolving 
leadership trends which have allowed leaders to extend 
their capabilities and thrive in the global market place. 
However, there are specific leadership characteristics 
that will never change including integrity, focus, cus-
tomer satisfaction and loyalty, and a clear definition of 
a shared vision. 

In this chapter, we discuss the key trends that emerged in the 
past and are likely to evolve further in the future. Moreover, this 
chapter also discusses the role of women in global leadership 
along with the specific challenges they experience. The discussion 
moves further with an analysis of the role of Arab women in global 
leadership programs and the leadership style they acquire. The 
information presented in this chapter can be helpful for developing 
economies as well as for the small- to mid-sized companies willing 
to make a leap to overseas markets.
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Key emerging 
Trends for Global 
Leaders

Due to a rapidly growing 
global economy, emerg-
ing markets have become 
favorites for companies 
and entrepreneurs, as well 

as for the business press. 
Once considered the hubs 
for cheap labor, natural 
resources and low pro-
duction costs, today they 
are emerging as resources 
of wealth, investment po-
tential and incredible tal-
ent. Frequently growing 
population rates, constant 
economic development 

and a growing middle-
class are all key factors 
that make many popular 
companies view develop-
ing markets through an 
entirely new prism. 

With the rise of developing 
economies, smaller, national 
companies are also likely to 

flourish, and companies that 
previously showed no threat 
to big brands are now able to 
compete in the marketplace.

Such advancements and 
ongoing changes in emerging 
markets have expanded the 
global competitive arena. This 
trend will grow more as de-
veloping markets grow in size, 
achieve power and dominance, 

find boundary-free opportuni-
ties and expand their vision. 
Considering these changes and 
developments, we have high-
lighted some major trends that 
are likely to give a new dimen-
sion to the global leadership 
landscape in the future.

Top-Grossing Emerging 
Markets Will Continue 
to Accelerate Global 
Growth
EY (2011) estimated that 70% 
of world growth over the next 
few years will be generated by 
developing economies, with 
a 40% contribution from India 
and China alone. This suggests 
that investors will continue to 
put their money in develop-
ing economies for the next few 
years and by 2020 the BRICs 
(Brazil, Russia, India and China) 
are expected to account for 
50% of the global GDP growth. 

Technological Growth 
Will Continue
The technological revolution in 
companies, specifically in plan-
ning, organizing, interaction, 
manufacturing and delivering, 
has turned the global market 
into a robust virtual network. In-
formation and communication 
systems have become the spirit 
of global enterprise. Most top-
level managers and executives 

are not required to manage the 
flow of information within their 
organization, but they are re-
quired to develop the strategic 
use of technology to ensure its 
efficient use within the com-
pany. If leaders plan to shift to 
an e-commerce paradigm, they 
must own technological lead-
ership qualities. In the future, 
technological trends will mean 
more business in the cloud, an 
emerging marketing platform 
entirely shaped by social media, 
instant mobility and an evolving 
number of tech-savvy profes-
sionals joining the workforce 
(Morgan, 2013). These trends 
are expected to continue to im-
prove, and the introduction of 
collaborative technologies will 
allow a steadily growing number 
of people to connect to a virtual 
global network (Syms, 2013). 
The important factors leaders 
need to keep in mind in order 
to gain technological leadership 
skills include:
• Learn how intelligence and 

science of new technologies 
can help you.

• Recruit, select, establish and 
maintain a network of techni-
cally proficient personnel.

•  Invest in and manage tech-
nological costs smartly.

•  Stay positive in embracing 
innovation and leading the 
use of new technologies.

Organizations having technol-
ogy savvy executives are likely to 
enjoy a greater competitive edge 
and grow further than those 
who don’t possess a technical 
mindset. Without technological 
advancement and growth the 
future of integrated global lead-
ership is largely impossible.

Emerging Market 
Leaders Have Become 
the New Competitive 
Threat
With the rise of emerging 
economies, new companies 
are able to acquire a con-
siderable place in the global 
arena. The augmentation of 
these emerging market lead-
ers are expected to constitute 
one of the most significant 
global trends of this decade 
(EY, 2011). Developing compa-
nies will continue to enjoy the 
competitive edge in their local 
markets, while gradually mak-
ing foreign investments into 
other developing economies 
of the world. There are many 
developing market leaders 
who have grown up in markets 
where distribution channels, 
source of transportation, tele-
communication, industry, and 
water supply don’t exist. This 
institutional void makes these 
companies more innovative 
and flexible and helps them 
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develop an entrepreneurial 
culture that addresses the de-
mands of their bottom-of-the 
pyramid (BOP) consumers.

Increasing Population 
Rate Drives New Target 
Market Segments and 
Leads to Urbanization
It has been estimated that the 
world’s population is likely to 
grow by 2.3 billion people, reach-
ing 9.1 billion by 2050 (EY, 2011). 
This implies that combined buy-
ing power of the global middle 
class segments is anticipated to 
more than double by 2030 i.e. by 
US $56 trillion. Moreover, it has 
also been predicted that 80% 
of this purchasing power will 
emerge from Asian countries.

Most of the recent middle 
class segment of customers 
is likely to reside in developing 
countries and almost all of them 
will be located in cities – small cit-
ies in particular. This trend of ur-
banization will continue to stimu-
late businesses. At the same 
time, it places enormous strain 
on  infrastructure (EY, 2011). 

Women & Global 
Leadership

The feminine facet of both 
leaders and leadership is 
playing a vital role in the 
formation of the global 

landscape. The number of 
women in executive posi-
tions is increasing, while 
the style of global leader-
ship is in need of qualities 
that women possess, such 
as excellent organizational 
skills and the ability to 
multi-task in complex en-
vironments (Adler, 2012).  

According to the Interna-
tional Center for Research on 
Women, (ICRW, 2004) the num-
ber of women acquiring senior 
leadership positions in overseas 
markets has dramatically in-
creased in the past few years. It 
has been estimated that wom-
en are gradually acquiring top 
posts in international firms and 
in foreign, trade, and defense 
ministries, finance and corpo-
rate sectors, and even in gov-
ernment companies. However, 
both in the political arena and in 
the corporate world, the ratio of 
male leaders is still higher. 

Women in Leadership
Claus (2013) believed that 

many firms are enthusiastically 
taking initiatives towards remov-
ing professional discrimination, 
and prejudice. However, societal 
norms and cultural barriers, par-
ticularly in reference to gender 
roles, have not been eliminated. 
Stereotyping and gender bias 
create barriers for women who 

seek leadership opportunities. 
Hence, women often feel that 
they must balance the level of 
masculinity, which is still enjoy-
ing a dominant position in lead-
ership (Callahan et al. 2005).

Arab Women & 
Leadership 
Bligh et al. (2005) stated that 
leadership development tends 
to expand quickly through-
out the world. This proves true 
only by a simple search for the 
phrase ‘leadership develop-
ment’ on Amazon.com. Results 
show that more than 29,000 
books on the subject have been 
published to date. Regardless 
of the limitations of locally valid 
concepts, the Arab countries 
have nurtured a variety of lead-
ership styles from the private, 
public and non-profit sectors. At 
the same time there has been a 
significant increase in the num-
ber and types of leadership 
initiatives in recent years (Ab-
dallah and Al-Homoud 2001). 
These initiatives and develop-
ment programs vary in terms of 
objective, scope, methodology, 
source of funding and assess-
ment procedures. Dabbagh 
and Assaad (2010) argued that 
the Arab world is saturated with 
leadership development pro-
grams offered by local and in-
ternational institutions, private 

companies, non-governmental 
firms, and profit consultancies. 

Rania Atalla, Executive Di-
rector at Women for Women in 
the USA, defines ‘the perfect 
Arab woman leader’ as “the 
one who is sufficiently confi-
dent, secure, knowledgeable 
and competent to lead others 
while surrounding herself with 
a dynamic team having more 

talent than herself”.  
DWE (2009) reported that 

behavioral concepts of leader-
ship depend upon a general 
belief that great leaders are 
made, not born. Charismatic 
presence and special physical 
appearance, not accompanied 
by other smart skills, are not 
sufficient in today’s fast paced 
and hugely competitive world. 
Arab women are not only pas-
sionate about their profession 

and career development but 
they also excel in other fields, 
such as their family lives and 
also as mentors who motivate 
and empower the next gener-
ation of women. 

Arab women leaders are 
highly competent and commit-
ted to their goals and respon-
sibilities which are often bur-
dened by cultural and religious 

obstacles. In short, they pay 
more attention to detail; they 
tend to be less attracted to 
power and glory, and are more 
success-orientated. Their lead-
ership style is less autocratic 
and broader than that of men.
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successful 
Global 
leaders of 
TodaY
A great leader is one who responsibly takes the lead and 
inspires people to work in a collaborative, goal setting 
manner. A leader who has a charismatic personality, 
vision, courage and the determination to meet the de-
fined mission will always achieve organizational suc-
cess. A true leader not only motivates others to work, 
but he or she encourages the team to perform collabo-
ratively to their maximum ability at all times in order 
to achieve results.
 

Below we have profiled some of the top CEOs from Europe, the 
USA, Asia, Africa and the Middle East. These profiles serve as a 
roadmap to the successful patterns laid by top leaders of the mod-
ern world. We learn from their leadership styles and practices in 
order to meet our own plans and objectives, whether international 
or global in nature.  
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Successful CeOs in europe

Chris Viehbacher  |  Sanofi
Chris Viehbacher was named the leading CEO of Europe 
in 2013, as reported by Thomson Reuter’s Extel Survey. 
According to the report, more than 2,200 asset owners and 
2,500 analysts from 250 European investment banks voted for 
him (Wadlow, 2014). 

In 2008, Viehbacher was appointed the CEO at Sanofi - one 
of the top healthcare developing, research and pharmaceutical 
companies. At that time, the company was reported to have more 
than €35 billion in sales. Currently, the company has established 
its presence in 100 countries around the globe with a workforce of 
110,000 employees. 

Viehbacher started off his career in the public health sector after graduating from Queens University 
in Ontario, Canada. In 2003, he received the Knight of the French Legion of Honor. In June 2013, he 
was elected President of the European Federation of Pharmaceutical Industries and Associations on 
two year tenure.

According to Viehbacher, ‘a leader must be present and involved with a robust set of values in 
order to drive change’ (Financial Times, 2009). He believes that strategy management is not the only 
driving force—a true leader is the one who knows how to mobilize and motivate the employees of 
the company.

Herman Gref  |  Sberbank 
Herman Gref is a leading name in the European Banking 
industry. After serving seven years as Russia’s minister of 
Economic Development and Trade, he was appointed the 
head of the Russian state-run Sberbank. Under his leader-
ship the company saw rapid development with profits reach-
ing 74% in 2011, very soon after its recovery from the major 
financial crisis (BRICS, 2013).

At the Russia Forum 2013 organized by Sberbank, Gref stat-
ed that people often expect something that should not be ex-
pected at all. He thinks that people tend to rely heavily on their 

governments (either regional or federal). We all anticipate that the employer is responsible for making 
our lives better. However, Gref believes that it is high time to put all these expectations aside. “If people 

don’t make a difference in their own life, nobody else will,” argues Graf. 
Gref strongly believes in the principle of Kaizen i.e. changing the mentality of the employees and 

making them put more focus on the customers while implementing lean technologies. That was one 
of the major challenges he faced during his plan to reform Sberband. As far as strategy development 
is concerned, Gref transformed the Russian retail banking giant into one of the most innovative inter-
national banking groups in terms of performance, efficiency, assets and profits (BRICS, 2013).

Markos A Kashiouris  |  IronFX
Markos A Kashiouris is yet another 
prominent name in the European 
corporate zone. Kashiouris is viewed as 
one of the best CEOs of one of the fastest 
developing online trading companies 
in the world: IronFX. Kashiouris has 
combined his academic background in 
accounting and finance with his mission 
to integrate a unique customer-orientated 
and impeccable service model, to ensure 
that the needs of their customers are met 
(Wadlow, 2014).

The leading CEO firmly believes that the global online trading industry is leaning towards the con-
cept of added value customer service for the end user. The motto of the company of ‘global pres-
ence, local reach’ depicts a dedicated worldwide organization with a dominating local market space, 
and their customer base is growing every day. Back in 2012, the whole IronFX group of companies 
comprised of IronFX financial services and other affiliated firms, embarked on an aggressive global 
expansion of operations, opening a number of offices around the globe. This expansion was governed 
and authorized by international and local regulations (World Finance, 2013). 

IronFX is regulated by ASIC (Australia) and CySec (Cyprus). It is registered with all regulatory par-
ties in Europe and runs under the European MIFID passport. Under the leadership of Kashiouris, the 
company has opened offices in 17 cities including Hong Kong, New York, Mumbai, London, Buenos 
Aires, Warsaw, Budapest, Montevideo, Madrid, Kuala Lumpur, Moscow, Frankfurt, Sydney, Shanghai, 
Johannesburg, etc. The popular European leader now plans to open another 10 offices around the 
world (World Finance, 2013). 

The company is planning to grow and expand its local offices as well as its headquarters. Currently, 
it employs around 220 people around the world, of which 150 are account managers.
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Successful CeOs in USA

Milliard Drexler  |  J. Crew
Milliard Drexler aka ‘Merchant Prince’ is considered America’s 
top rated CEO. Drexler is an iconic trend setter, responsible for 
introducing many classic trends including khakis and ‘casual 
Fridays’ attire’. Drexler has served as the Chairman and CEO of 
J. Crew Group Inc. since 2003. Formerly, he served as President 
and CEO of Gap Inc. (Lutz, 2013). 

Drexler encourages his employees to openly 
share their ideas during his open office hours. 
He thinks that open-plan offices encourage 
cross-pollination and a better flow of ideas. He 
is also obsessed with real-time feedback and 
suggests that employees take criticisms posi-
tively. 

Drexler is seen as a practical leader and 
thinks that no task is too small if it can improve 
the business. He has always believed in being 
honest with his employees, which is the key rea-
son for his success. According to Drexler, wom-

en have greater intuitive qualities than men. Drexler also claims that 
success doesn’t happen overnight: ‘It takes a long time to reach 
your destination in business’ (Crithchell, 2012). Under Drexler’s 
strong leadership, J. Crew has been transformed into a 
trendsetting company.

Bill Gates  |  Microsoft
Bill Gates is the top American business magnate, 
programmer and inventor. Gates - the former CEO 
of Microsoft is currently an active philanthropist. 
Microsoft is regarded as the world’s largest personal 
computer software company. The co-founder of 
Microsoft is said to be an impatient manager which 
greatly helped Microsoft earn exceptional revenues 
(Santos, 2011). 

Warren Buffett  |  Bershire Hathaway
Warren Edward Buffett, born in 1930, is an American corporate 
magnate, philanthropist and investor. Buffett is broadly consid-
ered the top-grossing investor of the 20th century. He is the 
Chairman, CEO and the largest shareholder of Berkshire Hatha-
way and is consistently ranked among the world’s richest people. 
In 2008, he was ranked as the richest person in the world, and 
in 2011 he became the third wealthiest person globally. As pub-
lished by Time 
Magazine, Buf-
fett was named 
as one of the 
most influential 
global leaders of 
2012.

Buffett is 
known for making 
smart and prof-
itable decisions 
(Sorkin, 2011). He 
adapts a ‘hands-
off’ manage-
ment style, also 
known as Lais-
sez Faire Style, 
which works perfectly with staff that is highly motivated and skilled 
(Cherry, n.d.). Buffett possesses the ability to choose the right kind 
of people and competent managers who know how to excel in 
results-based settings.

He has been constantly 
ranked in the Forbes list of the 
world’s wealthiest people and 
was in the top position between 
1995 and 2007. In 2011, he be-
came the wealthiest American 
individual and second wealthi-
est person in the world. As re-
ported by Bloomberg Billion-
aires List, Gates is currently the 
world’s richest person and is 
enjoying the same position as 
he did in 2007 (Toscano, 2013).

Bill Gates’ charismatic per-
sonality encompasses many 
positive characteristics includ-
ing modesty, dominance, intel-
ligence and fearless decision-
making. In his formative years 
Gates was guided by his par-
ents William and Mary Gates. 
The emotion and intelligence 
from William and Mary’s strong 
will power contributed tremen-
dously to Gates’ corporate per-
sonality (Santos, 2011).
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Successful CeOs in Asia

Asad Umar  |  Engro Corporation
Asad Umar is one of Pakistan’s top-rated CEOs and corporate 
giants. He served as the CEO and President of Engro Corpo-
ration for 8 of his 27 years in total service for the company. 
In 2012, he resigned from the company and entered Pakistan’s 
political arena. 

Umar’s career began at Engro in 1985 when the 
company was operating as a subsidiary of ExxonMobil. 
He started as a business analyst offering his services 
from Canada. In 1997, Engro was established and Umar 
went back to Pakistan. Engro’s phenomenal success, in 
a variety of business units within a very short timeframe, 
can be attributed to Umar’s exceptional efforts coupled 
with his impeccable business acumen. His brilliance, in-
novation, futuristic approach, fine managerial skills and 
competitive spirit catapulted the company into the pre-
miere league of top-grossing companies in Pakistan. 
Umar has played a pivotal role in Engro’s glorious ex-

pansion which has resulted in its remarkable growth in terms of 
corporate ventures and revenue generation (Roghay, 2013). 

At CIMA Business Leaders Summit 2012, Umar emphasized 
that business leaders need to understand the power of trade, and 
that South Asia should learn from the tremendous examples set 
by regional and inter-regional partners, and take advantage of the 
unprecedented opportunities for new trade and investments.

Azim Premji  |  Wipro
Azim Premji initiated a small revolution in the 1960s by pack-
ing cooking oil. He was the major driving force that brought a 
dramatic change within the IT sector of India.

Azim Premji graduated from Stanford University in the USA with 
a degree in Electrical Engineering in 1967and has been at the helm 
of Wipro Limited ever since his return to India in the late 1960’s. At 
the time of Premji’s return, Wipro was a $2 million hydrogenated 

cooking oil company. He has since turned 
Wipro into a $7 billion revenue IT, BPO and 
R&D Services organization, with a presence 
in 60 countries. Today, Wipro Group’s total 
revenues are $8 billion a year.

Premji was committed to developing the 
young brains of India. Wipro today employs 
120,000 people and runs its operations 
in more than 50 countries over the globe. 
Premji is India’s third richest man having a 
wealth score of $13 billion. Recently, he was 
awarded the Asian Business Leader of the 
Year Award (The Times of India, 2013).

The 66-year-old leading oil vendor stands out unequivocally when 
compared to many other Indian businessmen who have severely 
criticized for their limited interest in philanthropic causes. Premji has 
donated more than $3 billion to the Azim Premji Foundation that 
aims at providing primary education to children (TWHI, 2012). 

Laxmi Mittal  |  ArcelorMittal
At present, Laxmi Nivas 
Mittal is the wealthi-
est man of Asian origin. 
Born in 1950, Mittal is 
now one of the world’s 
most visionary leaders. 
In 30 years, the steel 
magnate, CEO of Ar-
celor-Mittal has trans-
formed the little Indian 
steel factory inherited 
from his father into the 
number 1 of the steel in 
the world.  With a per-
sonal income of US 20.7 

billion, he has been positioned in the list of world’s richest peo-
ple, ranked as the 6th richest person in the world by Forbes 
in 2011, but dropped to 21st place in 2012, due to having lost 
$10.4 billion the previous year (Bornrich, n.d.).
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Mittal graduated from the Indian Institute of Social Welfare and 
Business Management—the first business school in India. He 
started off his career working for his father’s steel business, Nip-
pon Denro Ispat, but differences with his family led him to establish 
his own company, LNM Group. 

According to Mittal, we should not only focus on constantly chal-
lenging ourselves to improve what we are, but also encourage the 
talent and foster the responsibilities in others (ArcelorMittal, n.d.). 
He thinks that a strong player surrounded by competent managers 
can better withstand pressure and set a more consistent and sta-
ble environment that benefits all stakeholders, including employees 
(Bornrich, n.d.).

Successful CeOs in Africa

Maria Ramos  |  Absa Group
Maria Ramos is one of the most powerful women in 
international trade and business. Ramos has been the CEO 
of Absa Group since 2009 and is regarded as one of the most 
valued public administrators and corporate leaders today. She 
is considered one of the architects who transformed the South 
African economy. She formerly worked in South Africa’s 
public sector (Nsehe, 2012).

Ramos was born in Lisbon, Portu-
gal. Her parents moved to South Africa 
when she was a child. Ramos, was the 
daughter of a poor bricklayer and the 
eldest among four sisters.. She be-
lieves in the motto of “when there is a 
will, there is a way” and she is always 
committed to making things happen 
(TWHI, 2011).

Her charismatic personality first 
shone through in 1983 when she ap-
plied for a scholarship that was subse-
quently rejected due to an antiquated 
rule based on gender bias. Refusing to 
give up, Ramos persisted in her aca-

demic goals and won the Barclays Bank Graduate Scholarship to 
study economics at the University of Witwatersrand in Johannes-
burg.

During her tenure with Group CE of Transnet Limited, she was 
appointed to turn around the declining revenues. And indeed she 
managed to transition  the organization from $3 billion in losses in 
2004, into a $3 billion profit in 2008! The organizational transforma-
tion that was achieved under her leadership positively impacted 
more than 70,000 employees (Chetty, 2010).

Alhaji Aliko Dangote  |  Dangote Group
Alhaji Aliko Dangote is yet another dominating 
name in African business. He is the richest person 
on the continent and leads the Dangote Group. 
The Nigerian business tycoon has acquired an 
estimated net worth of $16.1 billion. Dangote 
group, based in Nigeria, operates in several 
other countries across the African continent. 
With the help of his uncle Alhaji started trading 
commodities more than three decades ago. He 
then established Dangote Group that today owns 
numerous refineries including, cement, sugar, 
flour, and salt processing plants (Hanna, 2013).

As Africa’s richest man, Alhaji Aliko Dangote plans to further ex-
pand his publicly traded company across the continent. He has an-
nounced plans to develop new plants in Kenya and Niger. Having 
operations in eight countries, the company claims to be the largest 
cement manufacturer in sub-Saharan Africa. Dangote has already 
decided to establish a $9 billion petrochemical and oil refinery in 
Nigeria. The business magnate announced that it will be Nigeria’s 
first, and Africa’s largest, petroleum refinery when it is complete 
(Abiyamo 2013; Nsehe 2012).
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Successful CeOs in the Middle east

Mohamed Alabbar  |  Emaar Group
Since the inception of Emaar Properties in 1997, its founder 
Mohammed Alabbar has also served as the company’s chair-
man. Mr. Alabbar is also one of the board members of Nor In-
vestment Group, the top-rated diversified financial company of 
Dubai (Gulf Businesses, 2013), and the chairman of Bahrain-
based Al Salam Bank.

As stated by John C Maxwell, ‘a leader is the one who knows 
the way, goes the way 
and shows the way’. Al-
abbar has proven this to 
be true. In his own words: 
‘There is a minor differ-
ence between a boss and 
a leader. A boss simply 
commands while a leader 
leads by saying ‘let’s go!’ 
(Hussain, n.d.)

Alabbar takes inspira-
tion from his mentor His 
Highness Sheikh Moham-
med bin Rashid Al Mak-
toum, Prime Minister of 

UAE. He is guided by Mohammed’s way of dynamic leadership. 
Mohammad believes that a leader should be able to lead his people 
by positioning himself in front of his team rather than behind them. 
Arabian Business, one of the leading regional business magazines 
ranked him second on the list of The World’s Most Influential Arabs 
of 2009 (Hussain, n.d.).

Abdul Aziz Al Ghurair  |  
Mashreq Bank
Abdul Aziz Al Ghurair from the United 
Arab Emirates is the acting CEO of the 
publicly traded Mashreq Bank. His net 
worth as estimated by Forbes is $2.7 bil-
lion, making him the 420th wealthiest 
person in the world (Forbes, 2006).

Al-Ghurair is head of the Mashreq Bank, 
founded by his father during the Gulf’s first 
oil boom in the 1960s when profits were 
down across the region. Ghurair’s fam-
ily acquired diverse holdings in real estate, 
publishing, contracting, residential care, and 
petrochemicals, which in turn helped others 
to come over the deficit. The food divisions 
acquired by his brother Essa include the 
Middle East’s popular Masafi mineral water, 
and the region’s second-largest flour mill. Al Ghurair leads the Arab 
Business Angels Network, an organization with a mission to match 
angel investment funding with startups by Arab corporate leaders 
(Hanna, 2013).

Ghurair served as the Speaker of the House of the FNC i.e. 
Federal National Council between 2007-2011. He was the first to 
launch Automated Teller Machines (ATMs), debit and credit card 
facilities, consumer loans, Point of Sale (POS) terminals, digital chip 
enabled credit cards in the UAE and the most popular Marshreq 
Millionaire rewards-based savings program.

During his tenure, his bank received many international acco-
lades, including The Best Bank in the UAE for the year 2005, from 
Euromoney magazine. Mashreq also achieved the MasterCard 
product Award for the UAE E-gate Prepaid MasterCard program.
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an ouTlooK 
of Global 
leaders of 
ToMorroW
A true leader is one who understands the value of the 
future and views his present as nothing more than a 
platform for creating a long-term vision. If one wants 
to lead more efficiently, he or she should shorten the 
space between the present and future. Change man-
agement and stimulating innovation require more 
than a process—they need strong adaptation of a cul-
tural mindset. Leaders must question the status quo to 
bring about change and to prepare their organization 
for the future. A leader should have risk taking ability 
and should be capable of learning from their failures. 
A leader should be able to lead rather than give orders 
to his or her sub-ordinates.

This chapter intends to design a profile for the global leader of 
tomorrow. It highlights the key characteristics and the essentials 
young leaders of today require to become the leaders of tomorrow. 
In addition, this chapter also presents a discussion on the growing 
significance of leadership around the world.
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A few years ago I took part in a 
brand awareness class as part 
of one of General Electric’s top 
leadership programs. During 
the class, we (about 90 highly-
powered diverse individuals) 
were asked to call out what 
differentiated us as leaders. A 
few minutes down the road, we 
all called out our differentiators as 

being smart, having international 
experience and the drive to 
succeed. It was simply eye-
opening for the group, realizing 
that what we all considered to be 
great differentiators had become 
common denominators. The 
first good news was: we all had 
them. The other news was that 
the standard had risen. So that 

forced us all to go back to the 
white boards of our characters, 
searching for more profound 
and clear-cut differentiators as 
leaders in our company. 
Today we live in the context of a 
multi-speed world. Realities such 
as the power of social networks, 
the omnipresence of information, 
the importance of big data and 
the internet of things, the still 
visible and pervasive effects of 
the last financial crisis, global 
challenges such as global 
warming, the diversity needs in 

Profile of Tomorrow’s 
Global Leader

Having a global mindset means 
that leaders look at problems 
and issues and arrive at solu-
tions through a multi-cultural 
strategy, taking into account 
global trends, weak signals 
and global social capital. In or-
der to go global, one should 
understand that organizations 
cannot thrive if they operate in 
silos. Global organizations in 
particular should operate within 
a multifaceted, prolific interna-
tional framework. Being global 
is all about crossing the cultural 
limits between businesses, so-
cial and governmental sectors.

Developing a global mindset 
and cultivating global leader-
ship among the emerging lead-
ers of today does not neces-
sarily depend upon what we 
call ‘global experience’. Having 
a global experience is impor-
tant but not sufficient for the 
development of a progressive 
and broad global mindset. 

According to Tessmann-
Keys and Wellins (2007), there 
is no perfect leadership model 
that will fit everyone. However, 
practice shows that outward 
looking and internationally-
minded executives apply these 
basic rules:

Cross-Cultural 
Leadership Development
Link senior executives from 
around the world, helping 
them to navigate through ma-
jor transitions, increase sus-
tainability and adopt a revo-
lutionary change approach, 
both for the organization and 
for the leader.

Training and Foreign 
Assignments
These are essential as they offer 
an experience of working and 
leading through international 
practices. For a company, this 
could be a great opportunity to 
examine the individual’s abilities 
and talents in a multicultural, 
challenging environment. 

Network Support
This enables global leaders 
to bring a broader view to any 
business issue through a knowl-
edge base. Strong network 
support allows professionals 
to respond to professional and 
cultural challenges experienced 
by global executives.

Cross Cultural Training
This is necessary in order to 
understand and appreciate sig-
nificant issues and differences 
in culture, language, beliefs, 
values, communication, dress 
code, and behavior. 

Online Performance 
Support Systems
These systems share on-the-job 
tools, tips, knowledge and in-
sights of the existing global lead-
ers, resource materials, etc... 
There are certain virtual training 
tools that offer action planners, 
assessments, and performance 
tools, supporting leaders to 
maintain corporate policies, pro-
cedures and objectives.

Performance Tracking 
Measurement Systems
These systems are important to 
ensure that global leaders are 
meeting objectives and fulfilling 
the mission in accordance with 
their corporate assignment for 
e.g. financial, development, or 
operation goals. This also en-
sures that they are successfully 
taking advantage of and pro-
tecting intangible assets such 
as brand image.

Diane Erdei: “But hard skills are by far insufficient in 
order to fully engage teams and organizations. Leaders are 
expected to display what we call ‘emotional intelligence’”

What Shapes the Leaders of Tomorrow?
by Diane Erdei, Head of Financial Planning and 
Analysis for General Electric (GE) Energy Germany, 
GE Austria and Switzerland 
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our teams, are part of our daily 
life, thoughts, and vocabulary.
What is new is that society ex-
pects more of its leaders. Be-
ing an expert and having the 
hard skills are just the founda-
tion, the enablers which propel 
us to become leaders in our or-
ganizations. But hard skills are 
by far insufficient to fully engage 
teams and organizations. Lead-
ers are expected to display what 
we call “emotional intelligence”: 
to be perceived as trustworthy 
persons, have a vision, be mo-
tivators able to rally people be-
hind them, and give hope and 
meaning to the people led. We 
as leaders are expected to drive 
profitability AND at the same 
time be socially and ethically 
responsible. We expect to have 
and provide meaningful careers, 

AND at the same time be flexible 
and able to balance work and 
“life”. The time of “or” is passé. 
The “and” in the sentence is the 
new word in the vocabulary; the 
past compromises are re-chal-
lenged and re-looked at. Being 
profitable at the expense of ruin-
ing the environment or destroy-
ing communities is just not ac-
ceptable anymore and society 
and the younger generations are 
making a point of it. Advancing 
in your career while neglecting 
your personal life and health is, 
while still accepted, no longer 
desired.
What are also new are the de-
mographic challenges we’re 
facing globally. The age pyra-
mid profile is changing, but not 
homogeneously. Overall, 50% 
of the world’s population is 30 
years or younger but not equally 
distributed across regions. Eu-
rope, regions in Asia and the 
U.S. are aging. Africa’s median 
age is about 14 years. For the 
first time ever the work force 
has, depending on the region, 
three to five generations side by 
side, with different expectations 
and behaviors. The traditional 
leadership and career paths 
see work as almost a religion, 
with clearly laid out paths, with 
defined careers from beginning 
to end, where diversity may be 
a notion easy to spell but hard 

to live. There is however a new 
reality emerging under our eyes: 
the millennial generation is push-
ing the envelope on flexibility, on 
balance between work and life, 
on protecting the environment, 
on being inclusive and diverse. In 
this new reality, jobs which exist 
today may disappear in the next 
five years. Jobs of today may 
not have existed five years ago. 
Participants to the work force 
are expected to be flexible and 
adaptive to changes. Careers 
are shifting from linearly verti-
cal to a series of formative ex-
periences in multiple areas and 
domains which further lead to 
rounder and broader leader pro-
files at the top. Former rigid hier-
archical structures that took time 
to climb are being challenged, 
simplified, flattened or even ren-
dered obsolete. A new power 
house has emerged through 
influence-based leaders who 
need no titles to create trends, 
engage followers and drive ac-
tion. Environments are becom-
ing increasingly permeable and 
collaborative, with flexible teams 
forming and dissolving on a pro-
ject-by-project basis. The lead-
ers of tomorrow are those who 
understand and accept that 
knowledge and expertise does 
not always come from one sin-
gle source of truth—the head 
of the organization—but that by 

empowering employees, they 
can drive innovation, increase 
engagement and further build 
strong new leaders. 
The question which still remains 
to be answered is: Will there be 
a clash between “old” and “new” 
or will the transition occur gradu-
ally and naturally? 
I guess the trick in dealing with 
this question is in how we view 
the topic. We can decide to see 
it as a problem, or we can view 
it as an opportunity. Although 
debated by linguists, I like the 
Chinese symbol that stands for 
both crisis and for opportunity. I 
too believe that in each crisis is 
opportunity. We can decide to 
harvest it, or can decide to look 
away or fight it. What is not go-
ing to change however are the 
realities we move within and the 
questions that are being asked 
by millions of new work entrants 
with an attitude that asks for 
meaning, a balanced approach 
to work, life, environment and a 
longer, more responsible view of 
the world around us.   
So what are some of the key 
skills that we as 21st century 
leaders should have? Rivers of 
leadership literature have been 
written on the topic, so I would 
like to list some non-exhaustive 
thoughts from my personal ex-
perience:
• In the 90s the military intro-

duced the term VUCA stand-
ing for volatility, uncertainty, 
complexity, ambiguity. The 
only thing that is certain is 
that nothing is guaranteed. 
As leaders we are expected 
to anticipate trends, be agile 
and feel comfortable in am-
biguous environments, see 
around corners and solve 
complex problems. Those of 
us who can ignore the noise, 
extract the value from all the 
information around us, and 
connect the dots will be the 
ones who create impact.  

• The best leaders are and will 
continue to be fluent diver-
sity promoters. We need to 
understand and be at ease 
with diversity, able to effec-
tively work across cultures, 
countries, ages, genders, 
and backgrounds. The lead-
ers who understand that di-
versity equals “strength” and 
not “problem” will also have 
the strongest teams deliver-
ing the best results. 

• The next differentiators will 
be in leading by influence 
and not only by position—
the ability of designing an 
environment where creativity 
and innovation are not 
stifled but promoted, where 
everyone is expected to 
contribute, collaborate and 
bring their best to the table.
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I believe that each of us, as 
global leaders, can make a 
difference. We need to realize 
more than ever, how strongly 
inter-dependent and inter-
connected we are. It’s easier 
blaming difficulties on the sys-
tem, on the government, and 
on others but we need to re-
alize we have a voice and we 
can make things happen. And 
so, we should ask ourselves 
everyday how we, without big 
words but through our ac-
tions, can make a difference 
to the world we are a part of. 
We should assume less and 
challenge more. To ask the 
question behind the question 
and realize that there is more 
than just one way of looking 
at a topic. We will realize that 
we can drive dialogue with 
facts, that getting attention for 
the right cause is sometimes 
easier than we think, and that 
the interest and support may 
already be there, waiting to be 
united around a worthy cause. 
Our actions speak for us be-
cause our reputations pre-
cede us. And our reputations 
and actions as leaders of to-
morrow will be the informa-
tion that people will frequently 
rely on to make the decision 
whether they will follow and 
trust us.

The Importance of 
Global Thinking for a 
Leader

It is necessary that leadership, 
regardless of professional 
realm, pursues excellence 
through global thinking and 
ethical governance. We need 
to train leaders to successfully 
challenge incumbent behavioral 
patterns, invest in social 
capital and re-engineer group 
thinking in ways that promote 
productive collaboration and 
progress. This is the challenge 
that Global Thinkers Forum is 
addressing by bringing together 
innovative avant-garde minds 
and successful or aspiring 
leaders to discuss progress 
and excellence in governance.

As the importance of global 
thinking grows in the context 
of leadership, it is becoming 
more evident that the leaders 
of tomorrow will have to grow 
in an intricate, rapidly expand-
ing and multi-cultural context. 
Many leadership experts have 
started to present the concept 
of global leadership to help 
leaders understand that they 
have to adapt and contend with 
a changing world in which glob-
al practices can be cultivated. 
Some studies claim that the 
difference between leadership 
and global leadership is getting 

smaller and eventually all lead-
ers will become ‘global leaders’.

At present, local leaders 
working in developing coun-
tries who manage employees 
from diversified cultures and 
countries, and those who serve 
the customers from all over the 
world are also recognized as 
global leaders. Similarly, global 
leaders can also be managers 
looking to improve their perfor-
mance by establishing global 
supply chains, or professionals 
who meet different people from 

different cultural backgrounds.
Goldsmith (2014) suggests 

that the two preliminary factors 
making global thinking an 
important aspect for future 
leaders include rapid growth in 
global business, and integrated 
global technology. Several 
researchers have suggested 

that global leaders of tomorrow 
might need to invest more time 
in multiple countries in order to 
have a better understanding of 
how international trade can help 
them develop their organization 
and enjoy a competitive edge. 
In a setting where competitive 
pressures are rapidly increasing, 
manufacturers will be required 
to learn and understand how 
to manage global production, 
their sales team and marketing 
functions. 
Advanced technology is yet 

another key factor which is 
going to make global thinking 
a must–adopt element for the 
global leaders of tomorrow 
(Goldsmith, 2014). New 
technologies and social media 
have made it cost-effective to 
outsource production around 
the world. Software engineers 

in India can easily interact with 
designers in Italy to assist them 
in developing systems that 
are then made in Indonesia 
and sold in Brazil. Technology 
can greatly help cut down 
the limits to global business, 
something that used to be 
impossible. Leaders having a 
global mindset and philosophy 
will be better prepared to make 
globalization work in their favor, 
allowing them to be highly 
competitive in the changing 
global business landscape.
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conclusion
In this study, we conclude that global thinking includes 
several aspects. Firstly, it includes the idea of establish-
ing alliances with companies, including competitors, to 
survive in a global setting. Secondly, it is the global in-
tegration which refers to taking advantage of economies 
and global earning, while addressing local needs. Mov-
ing forward, we also learned that a new understanding 
of vision and values is required in order to develop a 
global mind set. Different countries have different and 
often unique ways of doing businesses.

Our findings suggest that a leader must also delve into the per-
ceptions, social aspects and motivations that exist in the political, so-
cial and cultural environment they operate. Global leadership should 
be interactive in nature. A leader must acquire a leadership style that 
focuses more on relationships rather than position, power and con-
trol. Two major elements that are needed to develop these values are 
collaboration and relationship building. 

Female leadership is setting an example and tends to be more ef-
fective at managing both turbulence and culturally diverse settings. In 
fact, women are seen as more effective than men at leading a work-
force and openly expressing their views. Women are highly capable 
of resolving the conflicts within organizations and are better motiva-
tors than men. They highly encourage and invite others to show their 
interest and involvement in the leadership process. Juxtaposing this 
with masculine leadership, men are more attracted to power and 
control and tend to be more effective at exercising their authority.

A shift has occurred in the world’s perception about the role of 
leaders. They are expected to empower their people to perform well 
and excel; they are expected to manage effectively, with vision and a 
profound understanding of global trends, with immediate perception 
of the ‘weak signals’. Our world needs inspiring global leaders who 
will be insightful and also communicate openly to achieve engage-
ment and create ecosystems of power and trust for companies to 
thrive, progress, and grow.
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