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Confucius said: “I hear and I forget, I see and I remember, I do and I
understand.” The key role in the efficiency of investment projects in
industrial enterprises of organizational skills of managers plays vital
role, who in ideal should be leaders, enabling organization’s ef-
fectiveness. It is a fact that leadership potential is needed in the specific
professional situations, allowing manager to become organizational
leader and become successful in managing activities. The sources in
leadership theoretical analysis shows the lack of the position power

research in organizations. Some ideas of this paper were discussed in
the earlier publication. This paper rethinks and specifies some Western
sources of diagnostic methods within their interpretations. The paper
presents the research results on the leadership potential of managers in
organizations, as this potential becomes a basic source for a manager
building towards being the organizational leader. Nowadays managers
have a lack of leadership potential, as it is shown in research. In the
paper there are presented the results of the research on the key elements
of the leadership potential for managers, moreover, the revealing
analysis of the leadership potential structure components of
contemporary managers. The results of the research can be used by
HR-managers and anyone interested in the issues related to the
leadership  potential development, effective management and
developing the leadership skills in organizational leader.

Copy Right, 1JAR, 2023,. All rights reserved.

Introduction:-

Nowadays it is still problematic issue to define the required individual traits or skills for a manager’s personality,
which could enable the leadership success. Manager as an active subject of the administering activity, included in
different spheres (professional, organizational, managerial, social), should have subjective and personal traits, united
within one direction, - towards process, results, people, organization and society. These traits can be treated as new
integrative traits, and leadership potential is an integrative trait in organizational context. Leadership potential of a
manager is the indicator of the subjective activity, which presents self-organizing integrative level-based system
characteristic of the inner renewable resources of a manager’s personality (knowledge, leadership skills, personality
unique traits), which develops and reveals in the dynamic interaction of a manager and sociocultural environment.
Leadership potential in its general meaning, represents the cluster of existing means, opportunities in some field, in
some relation, allowing to move from the traits and behavior study in the present towards the study of human in the
future, as leadership traits develop and reveal in the dynamic interaction of a person and sociocultural environment.
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In relation of effective manager’s traits, contributing to effective managerial activity, with the leadership personality
traits, there can be defined the traits and resources, contributing to the leadership potential of a manager:

1) Personal - professional traits — renewability, self-regulations, functioning in the social-personal interaction,
trustworthiness, persistence, independence.

2) Leadership skills — influence, desire to lead, skill to regulate the interpersonal tension, inspiring motivation,
individualized attention.

3) Intellectual traits — high intelligence, ability to solve problems effectively, mind flexibility, optimistic thinking,
reasonableness.

4) Socially oriented traits — extraversion - introversion, communication ability, adaptability, empathy, sensibility,
sociability, ability to adapt to different situations, desire to cooperate with other people, desire to be initiative in
social situations, following moral values.

5) Will traits — intention to get responsibility and complete the task (internal locus of control), courage, persistence,
responsibility, confidence, readiness to get the responsibility for the actions and decisions, resilience to frustration.
6) Creativity traits — creative direction of professional interests, ability to stimulate the creative activity, need for
novelties and innovation activity, not conservative mind, originality of ideas, ingeniousness, ability to make not
standardized decisions, visioning the perspective, developed imagination, creativity, imitativeness.

7) Emotional maturity (EQ emotional intelligence) — emotional stability, ability to manage stress, ability to manage
emotional states.

One of the leadership components, enabling effective management, is the result component, which plays the
significant role for the effective activity as a manager and leader. This component means the ability of a manager to
lead towards the results in organization, group, tams or in individual leadership or coaching contact with the
employee. Such view of the personality traits constructing leadership potential of a manager defines the need to
compare them with the traits of a manager as a subject of the managerial activity. As a result, there will be revealed
leadership potential components of the effective manager. The followers of the Traits models in leadership keep to
the idea that there does exist the individual predisposition towards leadership and that the spectrum of the specific
individual traits development is genetically and physiologically defined. That is the reason within this approach
stays for the idea that not everyone can become a leader, and ‘leaders are born’. Even accepting this perspective,
experts and practitioners prove that the practical reality of leadership traits development is much easier. First, there
is a directed leadership skills development among people with the position power in specific professional work
groups. Second, there does exist the selection system for getting the position of a manager, and this system includes
leadership or managerial potential measurement within the professional specificity or even related to the socio-
psychological specifics of the work group.

In 1928 G. Person expressed two hypotheses in relations to leadership: any particular situation plays a large part in
determining leadership qualities and the leader for that situation andthe qualities in an individual that a particular
situation may determine to be leadership qualities are themselves the product of a succession of previous leadership
situations that have developed and molded that individual. According to the leadership potential model offered by J.
Hartley, there are the following tendencies:

- if a person becomes leader in one situation, then there is a big possibility that he/she can become a leader in
another one as well;

- hence to the stereotypes, in one situation leader can be treated by the groups as a “leader” in general,

- becoming a leader in one situation, the person gets the authority, which helps to make him/her a leader in other
situations;

- usually as a leader there is chosen someone who has a desire to become a leader.

P. Secord and K. Backman presented interesting observations, as they have notices that once becoming a leader and
by that getting the central position in the relationships and hierarchical status context, the leader gets, from one side,
the positive support from the group members, and from another side, - develops leadership potential. Furthermore,
the positive experience of being a leader, motivates to keep the same position, while the leader’s success, revealing
in satisfying the needs of other group members, leads to the downsizing of individual activity of each member,
which in its turn helps to keep the leader his/her status.

By E. Kudryashova’s opinion, leadership develops only in the process of getting experience. Nobody can learn to

play piano, just listening to the music, played by others, or it is not possible to become a good foothall player, just
watching how others play on TV. Same happens with leadership potential, its development cannot be active, if
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someone just observes others. In order to develop leadership potential, manager need experience and practice. B.
Bass’s research proves that if a leader moves to another group, his/ her leadership desire is based on the previous
leader’s status, and on the possibility to get success in getting leadership position.

The main goal of the research is to study the specificity of contemporary managers’ leadership potential in business
organizations. The research was conducted on the basis of the training center “SNAP-Siberia”, Ltd., Krasnoyarsk
City, Russia. There were 50 managers participating in the research from different business organizations. The choice
of the psycho-diagnostic methods was based on the defined traits and resources crafting leadership potential of a
manager. As the research methods there were used the following: test ‘Hardiness’ (S.Maddie, adaptation by D.A.
Leontiev), test of life meaning orientations (D.A. Leontiev), method of emotional intelligence diagnostic (N. Hall),
method ‘Subjective control level’ (E.F. Bazhin, E.A. Golinkina, A.M. Etkind), survey ‘Risk readiness’ (RSK, G.
Shubert), method ‘Diagnostic of personality’s motivational structure’ (V.E.Milman), method ‘Personality direction’
(V. Smekal, M. Kucera).

The following presents the analysis of the main psycho-diagnostic results. The test ‘Hardiness’ (S.Maddie,
adaptation by D.A. Leontiev) showed that 45% of managers have involvement as a characteristic of confidence in
oneself and actions. 17% of managers have control as a characteristic of independent decision-making. Among 38%
of respondents leads the scale “taking risks”, which is characterized by the active knowledge transfer into experience
and future use. 60% of managers as well lead in the scale “hardiness”, which means managing stress in professional
activity.

Test of life meaning orientations (D.A. Leontiev) shows the following results. The most vivid is the scale “Life
goal” — 33% of managers. This scale characterizes the goals presence or absence in life, which give awareness and
direction in time perspective. High points in this scale demonstrate not only the goal-orientation, but as well
projection for the future, - the person who has this trait, is someone without the clear plans in presence and are not
based on the personal responsibility for their implementation. 20% of respondents showed high points in the scale
“Life process”. The scale follows the popular theory, that the main meaning of life is to live. This indicator
demonstrates the perception of life by manager, as emotional, interesting and full of sense. In the scale “Life results”
33% of manager get high points. This scale defines the valuation of the life period and the feeling of how much
productively and meaningful as this period. 45% of respondents have the highest points in the scale “Locus of
control — Self”. High points demonstrate the personality strength and freedom of choice to build one’s life in the
way he/she wants. “Locus of control — Life” has high points among 37% of managers. It means the attitude towards
one’s life control, make decisions, and implement them.

Method of emotional intelligence diagnostic (N. Hall) showed that 32% of respondents have high points in the scale
“Self-awareness”. 55% of managers showed high points in the scale “Managing emotions (flexibility, emotional
control)”, and 40% - in the scale “Self-motivation”, while 48% in “Empathy” and 33% in “Understanding emotions
of others”.

Method ‘Subjective control level” (E.F. Bazhin, E.A. Golinkina, A.M. Etkind) showed that 53% of managers had
high indicators in the scale of general internality. High internality means high level of subjective control over the
positive emotional events and situations. 45% of managers have internality in the achievement area, and 38% of
respondents have high points in failures internality. 63% of managers have high points in family relationships
internality, and 65% in business relationships internality, as well as 70% in the area of interpersonal relationships,
and 40% in the health and illness relation.

By the survey ‘Risk readiness’ (RSK, G. Shubert), 25% of respondents are risk intended, 45% are risk ready, and
45% are risk aversive. The person inclined to take risks in one situation, will take risk in others as well. The
tendency for risk taking is connected with the person’s direction towards goal achievement or failure aversion. This
inclination is expressed in extreme situations and can lead to accident and traumas.

Method ‘Diagnostic of personality’s motivational structure’ (V.E.Milman) gave the following results: in scale “life

support” high results had 30%, in scale “comfort” — 55%, in scale “social status” — 50%, in scale “communication” —
38%, in scale “general activity” — 48%, in scale “creative activity” — 56%, and “social utility” — 45%.
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By the method ‘Personality direction’ (V. Smekal, M. Kucera), among 30% of managers it leads the individualist
direction, and among 32% collectivist, while 38% have business direction.

Summing up, based on the research with the help of the previously described methods, the following leadership
potential indicators can be defined:

1. Involvement (45%) — confidence in self and actions

2. Locus of control — Self (45%) — strong personality

3. Management of emotions (felicity, emotional control) (55%)

4. Subjective control — highest in family relationships, business relationships and interpersonal relationships
internality

5. Risk readiness and risk aversion (45% and 45%)

6. Motivational personality structure, scales “comfort” and “creative activity”

7. Business direction of personality (38%).

The study results can be used by HR managers of business organizations, practicing psychologists and everyone
interested in the issues related to leadership potential development of managers and effective management generally.

Organizational skills of Leaders in increasing the efficiency of investment projects in industrial enterprises

For the purpose of further research, it seems appropriate to define labour productivity. Researchers [Samuelson and
Nordhaus, 2009] define labour productivity as totaloutput divided by operating inputs. In [Huselid, 1995],labour
productivity is calculated as logarithm of the ratioof sales to total number of employees. It is shown that
theaforementioned calculation method is convenient, sinceit is a single index that allows us to compare the
performanceof enterprises and evaluate monetary value of thereturn on investments of high-performance working
methods.

In the work, labour productivity is defined as grossrevenue per hour of labour input. Researchers [EI-Gohary and
Aziz, 2014] consider labour productivity as the ratioof output to labour hours.In this article, labour productivity is
defined as theratio of production volume of enterprise in monetaryterms to labour costs expressed in person-hours
involvedin creating of this production volume.Various works demonstrate the relationship betweenlabour
productivity and management of enterprise. Thework [Jergeas, 2009] shows that there are four factors potentially
increasing labour productivity: management system,labour force, technologies, and new techniques. However,in
[Rojas and Aramvareekul, 2003] it is demonstrated thatthe use of new techniques and technologies may be
necessarybut not enough, so the improvement of labour productivityis the task of management. The study
[Schein,2008] shows that strong organizational culture is capableto replace formal management by informal
relationshipsin enterprise. P. A. Mikhnenko [2018] explores types of organizationalstructure of enterprise and
existing organizationalculture. He demonstrates how the change in labourforce attitude to certain processes may lead
to the formationof new values within enterprise: an increase in the controlof supervisory personnel may be perceived
by employeesas an increase in bureaucratization of business processesand a transition to hierarchical type of
organizational culture.

In [Diaz-Chao et al, 2015], innovative sources of labourproductivity for small enterprises of Girona are studied.The
results show that the main factor determining labourproductivity is the size of wages. In addition, in [Bogatyrevaand
llyukhina, 2020] it is shown that the increase in wagesoutstrips the growth of labour productivity also at
intercountrylevel. Correlation between the level of competitionand labour productivity in the retail sector is studied
in [Amin,2015], and the author econometrically proves strong positiveimpact of pro-competitive reforms on the
level of labourproductivity of retail enterprises.

Based on the above literature, we can state that thesystem of management significantly affect labour productivityat
enterprise. Let us turn to the consideration of measuresimplemented at Russian industrial enterprises,
whichcontributed to the growth of labour productivity.

Based on the data of the implementation of the nationalproject “Developing organizational skills of leaders in
increasing the efficiency of investment projects in industrial enterprises” list of companies, implementing measures
proposed by the project to increase labour productivityand showing positive results at this point of time,
wascompiled. Eachindustry is represented by three columns: maximum labourproductivity in the sample; average
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labour productivityin the sample, calculated as a ratio of labour productivityof all presented enterprises to their
quantity; minimum labour productivity in the sample. Industry samples consistof limited number of enterprises (the
number of themis indicated below in brackets), demonstrating the highestintra-industry values of labour productivity
at the timeof the compilation of the list. The list includes oil andgas industry (25 enterprises), machinery
manufacturing(100), metallurgical industry (70), construction materialsindustry (50), energy industry (50), chemical
industry(70), food industry (100), electronic industry (50), electrotechnicalindustry (30), instrument manufacture

(30).The analysis makes it possible to statethat there are significant differences in labour productivityboth between

enterprises from different industriesand within each industry examined. A total of 575 leadingenterprises are in the

sample, while more than 5 000Russian enterprises with total revenue of more than 51 %of yearly Russian gross
domestic product and the numberof employees more than 5.5 million people wereexamined during its compilation.

It indicates that remainingenterprises in each industry, not included in thenumber of leaders, show lower labour

productivity thanthe minimum values.According to the analylitical calculations in the work,among the reasons of

changes leading to labour productivityincrease, the implementation of the principles of lean production is noted. It
includes the following components:

1. diagnostics of the activities of enterprise in orderto identify the least efficient stages of productionprocess using
mapping tools, Yamazumi chart, and“spaghetti diagrams”;

2. identification and elimination of losses including:overproduction, overstock, excessive processing,unnecessary
transportation, unnecessary movementsof employees, inefficient distribution of working hours,manufacturing
defects;

3. automation of production processes through theimplementation of digital and robotic technologies;

4. purchase of equipment that allows to produce largerquantum of output of stable quality within a fixed periodof
time;

5. reorganization of workspace with the use of the 5S

6. work on organizational skills of personnel accordingto goal-setting principles: correct goal setting,
explanationof the contribution of every employee to the commongoal, problem-oriented approach to the
distribution of tasks;

7. creation of educational ecosystem through cooperationwith research centres and higher educational

institutionsin order to train highly qualified personnel and develophigh-tech solutions to improve operational

efficiency;

focus on long-term sustainable development;

9. creation of information centres to improve monitoringquality through visualization of management:
demonstrationof goals, interim results, and status of task execution;

10. implementation of systemic improvements throughanalysis of problems using Ishikawa diagram,
brainstorming,decision-tree building;

11. increase of brand premium that represents the possibilityof the augmentation of product price due to better
brandrecognition by customers and their locality to it.

12. Classification of changes in management thatlead to labour productivity increase The literature review presented
below shows that theincrease in labour productivity could be characterized asa result of building an effective
production system of enterprise.In [Kononova, 2006], production system is understoodas a way to organize
production processes thatcovers all the stages of production and product marketingactivities. Efficient
production system is characterizedby high level of labour productivity, which helps to increasethe
competitiveness of enterprise. In more detail, an increasein labour productivity may be the result of:

2

Development of organizational skills of leaders in industrial enterprises.

In [Prosvirina et al, 2016] labour productivity is consideredas one of five main indicators of the efficiencyof
investment policy of enterprise and reflects the efficiencyof use of labour force. At the same time, it isshown that
total labour efficiency depends to the greatestextent on investments in fixed assets, degree of investmentsin
personnel training, and level of labourproductivity. Such investments can be aimed at fullor partial replacement of
enterprise’s technologies, theuse of innovative inventions of science and technology,focused on efficient and
resource-saving production.Researchers Delsen and Schonewille [1999] substantiatethat factors, such as the rise of
level of educationand training at workplace, positively affect the level of humancapital and labour productivity. In
[Rukumnuaykitand Pholphirul, 2016] it is proved that employees of manufacturingcompanies with higher level of
education,having completed additional training courses, and demonstratinghigher level of qualification within the
frameworkof cognitive (namely, in the field of informationtechnologies) and non-cognitive (leadership, time
management,and effective communication) skills, contributeto the increase of labour productivity at an
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enterprise.Efficient use of managerial skills of leader in investment of projects in organizations, whichconsists of
three elements: management of labour, managementof production, management of arrangements.The article [Belkin
et al, 2016] emphasizes that the reasonof economic problems of a large number of enterprisesis not the lack of
external financing or fixed assets, but the imperfection of management of labour relations withinenterprise. The
article [Simonenko, 2016] demonstratesthat efficient system of labour motivation and remunerationcontributes to the
growth of labour productivity,which leads to the increase of competitiveness of enterpriseand the achievement of
strategic objectives.In the research [Gagarinskaya et al, 2019] conducted ona sample of enterprises in Russian and
Canadian oil and gasindustry, labour productivity is significantly ahead than itsvalues in other industries. It seems
possible to conclude thatan increase in labour productivity is possible if one changeswage system, implying its
division into basic remunerationand variable remuneration. The variable remuneration dependson the nature of
employee’s activity and employee’seffectiveness based on key performance indicators.

The article [Kuznetsova and Ugol’nikova, 2019] showsthat efficient management of organizational knowledgeof
enterprise, considered as the result of synergetic effectof the exchange of knowledge between employees duringthe
production and economic activity, contributes to thegrowth of labour productivity, the improvement of
productquality, and the strengthening of competitive advantagesof enterprise. The paper [Bishin, 2017] states thatthe
development of intellectual capital of enterprise,which includes managerial capital, contributes to thegrowth of
labour productivity through the formationof creative thinking among employees and the increaseof their professional
adaptability to changing conditions.

Methodology:-
The author conducted overall 25 interviews (CEOs and boardmembers), semi-structured, all run in English and
Uzbek,between 60 to 90 mins for each interviewer, all recordedand transcribed.

The information was completed with observationsand secondary data gathering andanalysis. Researcher also
wrotememos along the research process. The author initially focused on expatriated top executives,studying not their
characteristics, but how they were copingwith the various challenges they had to face in differentcountries they
worked in. Then it became apparent tous, as we considered empirical evidence that we neededto focus on the
development itself and to use a holisticapproach because this development appeared to happenin relation to different
dimensions.In order to strengthen the validity of our construct,as recommended by the grounded theoretical
samplingstrategy, we re-interviewed three global executives inorder to reach the fullness of the data.As far as
performance is concerned, we selected executivesthat showed the intention to remain in their job,satisfaction, and
commitment.“During expatriation, we are in a perpetual learningprocess, it never stops, and there is always be a
lessonto be learned: sometimes on skills, and the job itself,sometimes on the country, on the difficulties that were
notanticipated, and therefore, it must be done by ourselves. The company is not preparing or training us on that, you
have to be able to learn by yourself, do mistakes,correct your actions as fast as it came. One has to understandthat it
will be always a new beginning, one needsto question things all thetime!” (Jeff, CFO, automotiveindustry, 2017).

Results and Discussion:-

Our findings will be presented according to “A la Gioia”approach, qualitative modelization. The final model is
shown below on Figure 1and willbe explained in detail following its constitutive partsfurther.The starting point of
our model is the context. Asmentioned by our participants, every expatriation willbe different, and executives are
expecting new challengesbecause of what we decided to name the context. That isto say, because of “the situation
they are in” as they expressedit, which is even more applicable when workingabroad.“The situation they are in” and
its strong need “to understandthings first”, “understand the people they workwith”, etc. is in fact what will influence
the whole processof development. The “context” will guide the expatriationand trigger unexpected challenges for
the executives.These challenges are often unpredictable because theyoccur in new contexts, therefore they seem to
enable avery efficient kind of learning by those executives, whorecognize such advantage shown in the second part
of themodel named Expatriation the unknown.
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Efficient
Global Leader
development

Figure 1:- The final model.

As our participants mentioned, “never think that it iseasy and never copy-paste strategies, that won’t work!”During
the interviews the executives told us that theyexperience challenges of various kinds, some linked toa specific
purpose (e.g., to restructure, to reorganize),others linked to a cultural point, a managerial issue, etc.Then, out of such
challenging experiences, a cycle of criticalthinking and personal development begins as a learningjourney for each
executive, composed of differentphases that we will describe. We have labelled this cycleas Experiential learning
cycles.We argue that, when abroad, these executives areexperiencing “learning opportunities” for developmentthat
are constituted by two phases, connected by whatwe call “the right sense-making”. We believe that thecentral point
is that they are trying“to make sense with an intention”, byquestioning their own assumptionswhich they are
experiencing, in orderto make the right decision consideringthe context surrounding them,which is represented by
our category“understanding”. It is not just an understandingthat things are different,but it is about understanding
whatviews will need to be and/or mightbe adjusted to what the individualsfrom both sides can cope with. It isabout
being able to challenge one’sown perspectives as well.Researcher believes that this research is an exceptional
contributionto the innovative theoretical approach, the unexpectedappearing concept of learning with two
practicalrecommendations.These recommendations aim to reinforce the efficiencyof support provided to the top
expatriated executives: The first recommendation is a suggestion of fourbehaviors that we consider any HR function
in charge ofsuch individuals should have in their job descriptions.We name them the SCSC’s: strategic, credible,
supportive,and considerate. Corporate HR in charge of global talentdevelopment should adapt their offer and
support to thespecificities of their top executives’ challenges. Their offerneeds to be individual and not standardized.
One sizedoes not and cannot fit all. Their answers need to be preciseand specific, adjusted to individuals’ particular
needs.

The second recommendation is regarding the follow-ups, and more precisely, the indicators (dimensions)that HR
could use to enhance their global talent managementsystem of follow-ups.

“I expect my HR headquarter to know very well thespecificities of the local market I am working in and alsoto be
aware of the business issues | am facing in the localsubsidiary. It is all related: my performance and the contextl am
working in. Ideally, it would be useful if the HRhave had experience abroad. Then we would understandeach other
better. Also, we need to have regular visitsto plan relevant efficient training plans, adapted to ourneeds and career
plans for the future.” (Jack, CFO, automotiveindustry, 2017). Our participants have clearly highlighted the lack
ofsupport from their corporate HR when it comes to theirdevelopment and adjustment during their international as
signments. Some of them have even raised a possible lackof awareness of what they are concretely learning
fromtheir experiences because it is on a very individual basis.
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The follow-up is a way for HR to, first, adapt its supportto specific needs inherent to the different contexts of
expatriation,and second, an effective follow-up should helpHR capitalize on information to enhance their
currentanalysis and to help anticipate future preparations for theselection of potential future global executives. Such
follow-ups should be done at least twice a year, or even moreoften, when the job requirements are very important
forthe company (i.e. opening a new local office, launching anew brand, etc.). The result that could be generated is a
sort of “expatriate ID profile”. It could be shared amongthe talent management and mobility teams.

Conclusion:-

In this article our goal was to provide deep understandingof the development of executives while in the situation
ofbeing expatriated.The purpose of our research was to build a groundedtheoretical model, “A la Gioia” type. That
could best explainhow and why top executives develop the way theydo, to provide guidelines on the critical
dimensions thatshould be integrated into any efficient follow-up tools.These should be used by the HR function to
improve theircurrent follow-ups and therefore enhance their influenceand credibility over such individuals.

The author found that the concepts of “cognition” and “self’were ever-present and decisive in the development
process,combined with an ongoing willingness to learn andability for leading to the generation of a sort of
“knowhow”(practical intelligence).We also discovered that the key to efficient developmentwas the ability to
demonstrate “the right sense”out of any hard or challenging situations inherent to thecomplexity and unpredictability
of the international context.

This ability leads to making the right decision at theright time.We emphasized the role of the context, the
startingpoint of our model, and its complexity in giving a taste toevery expatriation.

The author has shown that development is very singular anddependant on multiple variables such as country’s
specificities,the novelty of the culture, job requirements, previousexperiences, etc. The auto-determination in
suchexperiential learning shown by our participants appearedas a moderating effect. With our findings, we have
tried to put into perspectivethe academic search for ideal sets of fixed competenciesand/or behaviors for future
global executives, showingcycles of constant development through learning thatwere allowing executives to adapt or
find the required competencies for the situations with which they faced.We have also tried, with the help of our
recommendations,to show organizations the need to adjust and adapttheir leadership training programs to the real
needs offuture global executives.One size does not fit all. To reach the next level, to gobeyond local leadership and
access global leadership, it will take the person’s own perspectives. It will be theresult of deep learning, questioning,
specific training and support.
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