
movement since the first edition of this study 
(2010), and can be contrasted with the 2011 sur-
vey in which 16.5 percent of companies reported 
they planned to implement such a program in 
2011, but apparently did not. Most (63 percent) 
high-performing companies reported having a 
global leadership program in the 2012 survey, up 
5 percent from 2011. Forty-four percent of low-
performing companies reported having a global 
leadership program in place in the 2012 survey, a 
10 percent increase over 2011.

2. While the recession has taken a heavy toll 
on companies’ ability to introduce new global 
leadership programs, there are indications of 
a post-recession resurgence.
While more than half of companies that have 
global leadership programs reported that their 
programs have been in place for at least five years, 
the peak for introducing new programs over the 
last decade occurred in 2008 with 19 percent of 
companies reporting they introduced them just 
as the global economy was sinking into recession. 
Since then, only 11 percent of new programs were 
introduced in 2009 and 8 percent in 2010. 

However, as of December 2011, when this survey 
was fielded, 8 percent of companies with global 
leadership development programs indicated they 
had introduced their programs during 2011, which 
may indicate the downward trend is beginning to 
reverse. Some 13 percent of low-performing com-
panies introduced global leadership programs in 
2011, compared to 8 percent of high-performing 
companies.

3. Global leadership development programs continue 
to become more effective in achieving their goals. But 
while low-performing companies are improving, the 
effectiveness gap between high- and low-performing 
companies’ programs continues.
In 2010, 42 percent of companies with global leadership de-
velopment programs reported they were “highly effective.” A 
year later, the percentage of companies reporting that their 
programs were either “highly effective” or “largely effective” 
improved to 47 percent. That figure rose again to more than 
51 percent in the 2012 survey. This represents a 22 percent 
improvement in effectiveness in just two years. Both high- 
and low-performing companies saw 5 percent increases 
compared to 2011.

The most striking finding: In the 2011 survey, 21 percent of 
low-performing companies reported their global leadership 
development programs were “not effective in achieving their 
goals.” In the 2012 survey, that number dropped to a little 
more than 7 percent.

were introduced in 2009 and 8 percent in 2010. However, as of 
December 2011, when this 2012 survey was fielded, 8 percent 
of companies with global leadership development programs 
indicated they had introduced their programs during 2011. 
This suggests the downward trend is beginning to reverse, 
and as the global economic recovery gains traction, new pro-
grams will be launched.

Other highlights of this year’s study:
• Change management, critical thinking, and the ability to 

build coalitions and informally influence others continue to 
be viewed as high priorities, as well as key opportunities for 
improvement of global leadership development programs.

• While quantitative measures increasingly are being used 
to evaluate global leadership development programs, two 

trends are emerging: 
1. High-performing companies are utilizing a much 

wider array of evaluation metrics.
2. Formal performance reviews of program par-

ticipants are becoming less important—particularly 
among low-performing companies—for evaluating 
the effectiveness of global leadership development 
programs.
• Companies also are increasing their dependence on 

outside vendors for assistance in designing and execut-
ing their programs, with a particular focus on vendors’ 
global capacity to execute anywhere in the world.

Key Findings
1. Most companies continue to fail to develop 
global leaders, yet there appears to be a greater 
recognition of the link between global leadership 
development programs and overall business 
performance.
Just under a third (31 percent) of companies  
have implemented some form of formal global lead-
ership development programs. This represents no 

ometimes the absence of change can herald change 
on the horizon—and that just may be the case when 
it comes to creation of global leadership develop-

ment programs. The percentage of companies that have 
implemented global leadership development programs has 
remained the same since 2010, according to the third an-
nual Developing Successful Global Leaders Study conducted 
by Training magazine, the American Management Associa-
tion (AMA), and The Institute for Corporate Productivity 
(i4cp). But the key here is that the figure (31 percent) did not 
decline.

The peak for introducing new programs over the last decade 
occurred in 2008, with 19 percent of companies reporting 
they introduced them just as the global economy was sinking 
into recession. Since then, only 11 percent of new programs 

S

4. The leading competencies that are the focus of global 
leadership development remain remarkably consistent 
over time. 
When asked which competencies were important to include 
as key components of their global leadership development 
programs, respondents were remarkably consistent from 
2011 to 2012. Change management and critical thinking and 
problem solving remained Nos. 1 and 2. Ability to influence 
and build coalitions moved from No. 5 to No. 3, while strat-
egy development dropped from No. 3 to No. 4. Execution of 
global strategies fell to No. 5 from No. 4.

While the list of top 10 competency opportunities remained 
consistent with the opportunities identified in 2011, the cor-
relation between mastering each of the competencies and the 
Market Performance Index (MPI) rose dramatically.

In addition, language skills are becoming increasingly impor-
tant for leaders who work in global roles, particularly among 
high-performing companies. In fact, more than 13 percent  
of high-performing companies indicated they only hire  
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Managerial agility and mastery of social networking technology 
emerged in 2012 as new key competencies for the global leaders of 
the future, according to the third annual Developing Successful Global 
Leaders Study conducted by Training, AMA, and i4cp.

About This Survey
Global leadership development is defined in this study as: activities that  
help leaders develop a set of competencies that are critical to the business 
success of organizations competing in a global marketplace. A global leader-
ship program/curriculum tends to focus on competencies specifically for global 
leaders as opposed to leaders operating in a single country and dealing with 
a single national market.

The survey participants for this study were drawn from three sources: sub-
scribers of Training magazine, the American Management Association (AMA) 
and its global affiliates, and i4cp’s global survey panel. The number of active 
participants in this study was 325, a portion of the total 1,050 total respon-
dent population who indicated that their companies had a global leadership 
development program in place. In some cases, this number was further nar-
rowed to 261 participants to capture organizations that both have a global 
leadership development program and represent companies that operate either 
multinationally or globally. More than 30 industry sectors were represented in 
the final population of participants.

While this study focuses on global leaders and their development, it also 
emphasizes the links between these programs and overall organizational 
performance. Performance has been measured using an index referred to 
as the Market Performance Index (MPI). This index combines respons-
es to questions related to four key areas of business success: revenue 
growth, market share, profitability, and customer focus.
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multilingual candidates for management po-
sitions (up from 10 percent in 2010). And the 
percentage of high-performing companies that 
reported providing language training for all 
employees more than doubled, from 9.5 per-
cent in the 2011 survey to 23 percent in 2012. 

5. When asked to identify the single most 
important focus of their global leadership 
development programs, high-performing 
companies chose interpersonal influence 
and coalition building.
Slightly less than 30 percent of high- 
performing companies indicated the top 
priority for their global leadership develop-
ment programs is to develop leaders’ ability 
to influence and build coalitions. To contrast, 
11 percent of low-performing companies 
cited influence and coalition building as the 
central focus of their global leadership de-
velopment programs. Among the remaining 
high-performing companies, strategy execu-
tion (14 percent) and strategy development 
(11 percent) were identified as the next-tier 
top priorities.

There was less of a clear single focus among 
low-performing companies—the competen-
cy most low-performers identified as their top 
priority was managerial agility (18 percent), 
followed by a tie between influencing and 
building coalitions (14 percent) and strategy 
execution (14 percent).

6. High-performing companies use 
metrics more—and a wider variety of 
them—to evaluate their global leadership 
development programs than lower-
performers do.
In the 2011 survey, 59 percent of all responding 
companies indicated they used some combina-
tion of metrics to evaluate their programs. This 
number increased slightly to 62 percent in 2012.

The percentage of high-performing compa-
nies that use metrics to evaluate their global 
leadership programs leapt from 59 percent in 
2011 to 70 percent in 2012, while the percentage 
of low-performing companies that use evalua-
tion metrics fell from 41 percent to 30 percent. 
In addition, there are seven separate metrics that 
are employed simultaneously by at least 40 per-
cent of high-performing companies to evaluate 
their global leadership development programs. 
This compares to just three employed by low-
performing companies. 
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 To what extent are the following competencies included in your global 

leadership development program? To what extent do you believe that your 
management team has successfully mastered these competencies?

Percent of respondents indicating “High” or “Very High” extent

Competency                                          % Included       % Mastered        Gap %  MPI Corr

Change management 64.5  34.0  30.5 .30*
Ability to influence and build coalitions 59.0  36.0  23.0  .28*
Critical thinking and problem solving 62.0  42.5  19.5  .28*
Leading cross-cultural teams 49.5  31.5  18.0  .23*
Managerial agility 51.5  35.5  16.0  .27*
Emotional intelligence  43.5  28.5  15.0  .26*
Creativity 38.5  23.5  15.0  .34*
Strategy execution 57.5  43.0  14.5  .26*

Strategy development  58.5  45.5  13.0  .27

* Indicates a statistically significant correlation between competency mastery and Market Performance (MPI)
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Participants’  
satisfaction ratings
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behaviors of participants

Formal performance reviews of participants  
before and after completing program

Surveys conducted with the management  
team about the program’s perceived value

Feedback collected from focus groups  
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Knowledge achieved using  
post-training assessment

Customer satisfaction  
scores

Employee engagement/survey scores of participants’  
depts. before and after completing the program.

Some form of business performance  
measure such as sales or productivity
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7. Formal performance reviews are 
becoming less popular as a method for 
evaluating the effectiveness of global 
leadership development programs.
Only 36 percent of companies used formal per-
formance reviews as a method of evaluating 
leadership development programs in the 2012 
survey, compared to 53 percent in 2011.

And while high-performing companies re-
ported they are less dependent on such reviews 
compared to the past (61 percent in 2011 com-
pared to 49 percent in 2012), low-performing 
companies appear to be abandoning formal 
performance reviews altogether: Only 8 per-
cent reported using such reviews in 2012 versus 
54 percent in 2011. This finding may reflect the 
ongoing struggle with the accuracy and value of 
formal performance review programs in general.

8. While corporate values remain an 
important source for global leadership 
development program content, they now 
are ranked less important than long-
term strategies and input from the senior 
management team.
In the 2011 survey, 75 percent of high- 
performing companies indicated they derived 
their direction for their global leadership 
development programs from the expressed 
values of their company. A year later, this 
figure remained virtually unchanged at 73 
percent. However, in 2012, the long-term 
strategies of the company became the lead-
ing source of content for global leadership 
development programs, with more than 
three-quarters (77 percent) now reporting 
that they derive their content from these 
strategies. Some 76 percent of high-performing companies 
develop the content for their programs through consultation 
and input from the senior management team.

In addition, high-performing companies, in particular, ap-
pear to be integrating content provided by the vendors they hire 
to administer these programs: Some 35 percent sought content 
input from their vendors in 2011 versus 40 percent in 2012. 

9. Overall, members of the senior management team are 
becoming less active in global leadership development 
programs.
The 2011 study found that members of the senior management 
team were active in a wide array of aspects of the development, 
execution, and evaluation of global leadership development pro-
grams. However, 2012 respondents indicated their involvement 
has dropped considerably on every aspect, despite the fact that 
their program content input is highly valued. This trend is not 

isolated to low-performing companies. While high-performing 
companies generally involve members of their senior man-
agement teams in a wide array of roles, even high-performers 

reported the involvement of their senior management team 
dropped considerably from the previous year. The only dimen-
sion that reflected any increased involvement is the use of the 
senior management team as instructors—and this increase is 
isolated to low-performing companies.

Future Competency
 % Important  % Mastered  Gap %  MPI Corr

Managing virtual teams  62.8% 22.3% 40.5% 0.16

Managerial agility  72.3% 33.1% 39.2% 0.10

Cross-cultural employee engagement  59.5%  23.3%  36.2% 0.09

Managing in a matrixed organization  60.8%  27.0%  33.8%  0.12

Managing innovation in multicultural setting  57.4%  24.3%  33.1%  0.28*

Mastery of social network technology   63.5%  36.5%  27.0%  0.05

Collaborating with peers from multiple cultures   53.7%  30.0%  23.7% 0.22*

Mastery of latest advances in virtual technology  45.3%  19.6%  25.7%  0.05

Applying ethical standards in multiple cultures  51.4%  34.5%  16.9%  0.17*

Multi-country supply chain management  40.5%  23.6%  16.9%  0.19

* Significantly correlated to market performance
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10. The trend of using outside vendors or content experts 
to develop or deliver global leadership development 
programs continues to increase.
In the 2010 survey, 65 percent of respondents indicated they used 
outside vendors or content experts to help them develop and/or 
execute their programs to a “high” or “very high” extent. That 
percentage increased to 74 percent in the 2011 survey. In the 2012 
study, this demand for outside vendors rose to 80 percent, repre-
senting more than a 20 percent increase in just two years.

Among companies that use outside vendors, two reasons 
were consistently cited as the most important reasons for  
doing so: the vendors’ ability to execute global leadership pro-
grams, and the subject matter expertise they provide.

However, one difference among high-performing companies’ 
priorities is that more than half (56 percent) cited geographic 
reach as an important reason for selecting a vendor, as opposed 
to just 31 percent of low-performing companies.

11. There appears to be a departure from customization of 
the content of global leadership development programs for 
specific regions or countries around the world. 
Approximately 40 percent of high-performing companies 
and 25 percent of low-performing companies indicated in the  
2011 survey that they customized the content of their global  

leadership development programs to a “high” or “very high” ex-
tent for various regions or countries. However, in the 2012 study, 
just 23 percent of high-performing companies and 14 percent of 
low-performers reported that their global leadership programs 
are customized to a “high” or “very high” extent. 

12. The competencies that will be needed for global lead-
ers over the next 10 years remain largely consistent, with 
a greater focus on cross-cultural innovation and the use 
of technology.
Eight of the top 10 opportunities for global leadership develop-
ment are the same as those that appeared on the 2011 list. Only 
managerial agility and mastery of social networking technology 
emerged in 2012 as new opportunities for the global leaders of 
the future. Survey respondents agreed that managing virtually 
in more matrixed organizations will be critical, along with being 
able to adapt to and manage in a cross-cultural environment. 
However, there is also a growing understanding that mastery of 
technologies—associated both with virtual communications 
and social networking—will be important assets in the skill 
sets of global managers of the next decade. That said, the com-
petencies most closely correlated with market performance 
appear to those associated with collaborating and innovating 
with colleagues across cultural boundaries.  .    nt
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